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Executive Summary

Culture is defined as the cumulative knowledge of attitudes, beliefs, experience, religion, spatial relations and material objects that are governed by a group of people in business operations. Therefore, organisational culture helps to motivate employees to consider fundamental assumptions and beliefs and individual behaviours. The study shows that organisational culture deals with a competitive advantage, commitment, motivation, and organisational changes. The study also includes an organisational culture model Handy Culture model, and Hofstede's six dimension model to analyse the different elements of the business organisations. However, the report also demonstrates the differences between formal organisations and informal organisations evaluating the broader environment and developing organisational analysis techniques. The study also considers the case study of Goodness Foods which develops ethical practices to achieve sustainability within the business industry. However, the report also mentions the Whistle-Blowing law that involves PIDA 1998 and Human Rights Act 1998 considering actions to prevent unethical practices. 
The report further defines cultures, ethics, and values in the context of work and organisation. It uses models to demonstrate cultural categorization and different organisational cultures. It outlines good ethical standards and behaviours practised by organisations. It explains the barriers that hinder effective workplace functioning and provides solutions to overcome them.
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[bookmark: _ei5uylbdkxeq][bookmark: _Toc118737880]Introduction
As per the view of Hampden-Turner, and Trompenaars (1993), personality and character are defined as an organisation's culture that makes the business unique and considers the traditions, attitudes, behaviours, values and beliefs. Indeed, positive workplace culture is an effective business strategy that attracts talent and drives retention and engagement. Therefore, organisational culture consists of invisible and visible causes where values, attitudes and fundamental assumptions and beliefs are hidden causes; on the other hand, environment and behaviours are visible signs within the culture. Therefore, organisational culture is widened sense that embodies the values and ethos of a specific organisation and it helps to resolve any issues effectively. Moreover, it has been evidenced that organisational culture deals with key components of organisational change, resource allocation, motivation, commitment, and competitive advantage. However, the report would analyse the organisational culture and its importance on employees’ performance level that drives productivity of an organisation. Hence, different models, for example, the handy culture model, the Harrison culture model, Toulmin model would be discussed in the following report. 
Aim 
The aim of the report is to develop an understanding of workplace culture as well as context to enhance the individual ability to perform the norms within the organisation. 
[bookmark: _t36qvvdrwr0l][bookmark: _Toc118737881]Overview of the organisation 
Goodness Foods based in Daventry was conceived in 2014 that aims to provide the value of the products and become a one-stop shop offering a wide range of food products. It employs 70 people and reported a turnover of around 10 million a year. Therefore, the organisation ensures ethical value, sharing value and responsible to offer better quality foods and services to the consumers. The principle of Goodness foods is to make money by developing online operations and becoming a great organisation in the market. 
[bookmark: _7l84du95b92v][bookmark: _Toc118737882]1. Critically assess the culture and context of an organisation 
The importance of culture and context in the organisation 
As stated by González-Falcón et al. (2020), organisational culture is defined as a pattern of shared basic assumptions that deal with solving problems of external adaptation and internal integration. Indeed, collective programming has been defined as a workplace culture that distinguishes the members of a group of people from different categories. For example, the workplace culture of Henry ford's company is to get together at is beginning, keeping together is progress and working together is a success. Based on the case study of Goodness Company, the workplace culture gives ethical values that it claims run itself as strictest ethical standards. Therefore, workplace culture has a significant effect on the organisation to make effective decisions, motivation, job satisfaction, management control, and group behaviours and also increases the motivation of the employees of the business organisation. Positive workplace culture also develops the quality of management control that improves successful workplace practices elsewhere. 
Introduction of the topic 
The culture and context are summarizations of individual values, beliefs, attitudes and ethics however, organisation culture motivates employees with the organisation. Therefore, the topic discusses organisational culture considering the case study of Goodness Foods’ which follows principles before profits. Effective and positive workplace culture motivates employees and staff which directly impact an organisation’s productivity. In the case study, Goodness Foods develops human ethics as such the company tries to be responsible environmentally. The organisation works for the people who are homeless and they also ensure work for them. Considering the future perspectives, the organisational culture of an organisation improves employees by providing training and skills development programmes. 
Discuss relevant models
Hofstede cultural model 
As per the view of Alvesson, and Sveningsson (2008), the world is getting more and more interconnected and the world of business is becoming increasingly global and deals with a large variety of people who are from different countries. The model Hofstede considers six dimensions such as power distance, individualism or collectivism, masculinity or feminity, uncertain avoidance, long-term or short-term orientation and indulgence or restraint. 
The high degree of power difference has been expected by society in terms of power distance where a high score reflects a belief within an established hierarchy otherwise low score reflects the belief in equal rights. Goodness Foods company delivers ethical values that reflect high scores within the organisation. Uncertainty Avoidance deals with ambiguity and risks where high-score societies can experience risk aversion. Goodness Foods ensure equality that helps to minimize uncertainty. Individualism is considered to emphasise the role of the individual where people expect to take care of themselves and their immediate family as well. With the greater good of the group low score societies are more concerned whereas, Goodness Foods follows profit sharing equally among the employees. The company develops a sense of ethical principles before profits. Masculinity holds the values where concern, ambition, assertiveness and competitiveness have been nurturing the orientation and emphasize others’ consideration. Long-term and short-term orientations emphasize principles which are typically religious. For example, Goodness Foods builds prayer meetings as its vast majority of the staff is Christians. Having fun and enjoying life allow free gratification of people and deal with stricter social norms in indulgence and restraints. Based on the case study, the company experienced claims to run itself to the strictest ethical standards. 
[image: ]
Figure 1: Hofstede cultural model 
(Source: Developed from materials)

Handy culture model 
Organisations have certain values that have been followed by guidelines and policies that explain the organisational culture. Indeed, the well-known philosopher Charles Handy developed the model which considers four elements power culture, task culture, person culture and role culture. 
Power Culture 
A single source of power has been identified in the power culture that spreads influence throughout the organisation. The power culture of an internal organisation is highly dependent on personal communication, empathy and trust for its effectiveness. Through the selection of key personnel and edict, many activities have been performed however, the power culture may lead to low morale, and decisive action of an inappropriate strategic direction considering high turnover in the middle management positions. 
Role culture 
Organising principles and functions are considered in the role culture that is controlled by a small group of executives. Based on the case study of Goodness Foods’, the organisation’s employees have equal rights and they pay an equal share of profits however, it performs its business operations only with 70 people. As such it can be stated that Goodness Foods follows a role culture based on Handy Model.
[image: ]
Figure 2: Handy Culture Model 
(Source: Developed by Corodescu L.)
Task Culture 
Based on expertise rather than charisma or position a task culture focuses on accomplishing the internal operations of such institutions centres. Based on the ability of, flexibility and individual autonomy organisation maximise economies of scale and influence the task activities of middle and junior managers. 
Person culture 
The person's culture improves the best quality interests and collective mechanisms influence the shares of business profits as such it denotes complete autonomy of the business organisation. 


Harrison culture model 
Harrison’s four types of organisational culture describe four archetypal cultural orientations which have been developed by Roger Harrison in Organisation Culture and Quality of Service. The power culture, role culture, achievement culture and support culture are the four key elements of Harrison's culture model. 
Power culture 
Based on Harrison’s culture model, the power-oriented organisation is hierarchical and authoritarian and is dominated by strong leaders. In getting ahead, political skills are important and people in the organisation strive for influence and status and endeavour to establish close relationships with the power figures. Based on strengths, paternalistic benevolence and justice the leaders of the power organisation are best. As suggested by Mullins (2016), the leaders may struggle for dominance when the organisations become large and it may degenerate into a hotbed of political intrigue.
Role Culture 
The role culture of the hierarchy is exercised by procedures, systems and rules. It contains legalistic structures where both written and unwritten rules and contracts specify the disciplinary procedures and job requirements. As per the role culture model, correctness and predictability have been ordered by the organisational values and rewards consistency. Partially the organisation Goodness Foods follows a role culture as the company has a formal structure and it is responsible to perform specific activities for the working environment that leads to the mobile environment. The company tries to encourage members of staff to share transport however, the company employs people who are homeless, asylum seekers, and drug-addicted. Goodness Foods ensures training for people to lead a normal life. 
Achievement culture 
From the outside by rewards, systems, and punishments people are intrinsically motivated by business organisations. Many high-tech companies follow an achievement culture where the organisation offers opportunities to its members by using talents and abilities which have advanced purposes and goals that indirectly motivate employees. 
Support culture 
Through close warm relationships, the support-oriented organisation motivates employees and people to learn to care and trust for one another and for the organisation. The organisation would be responsible for supporting a culture where Goodness Foods support the people who are homeless and affected by mental illness. The people of the company preserve harmony instead of conflicts in tough decisions. 
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Figure 3: Harrison culture model of Goodness Foods
(Source: Developed from the material)
Communication channels for sharing information and building relationships
Regarding Human Rights the European Convention was incorporated into UK law considers the Public Interest Disclosure Act 1998 (PIDA), the Human Rights Act 1998 reflects article 10 of the Convention that provides the right to freedom of expression (Ugaddan, & Park, 2019, p. 80). Whistle blowing law applies to workers who generally work in Great Britain. However, the organisation Goodness Food makes systematic procedures where it deals with employees and contractors providing the services. The categories of the law are quite wide and involve many actions, for example, damage to the environment, criminal offence, miscarriage of justice, deliberate concealment of information and endangering an individual’s health and safety. The company Goodness foods distribute and manufacture healthy foods by following the strictest ethical standards. However, the company also supports homeless people and ensures training to return to normal life. 

[bookmark: _fcstamjchpmi][bookmark: _Toc118737883]2. Evaluate an organisation within its broader environment by using appropriate environmental and organisational analysis techniques 
Impact of external forces on the organisation 
PESTLE analysis 
	Factors 
	Analysis 
	Impacts 

	Political 
	· Political stability 
· Brexit 
	The political stability of the United Kingdom helps Goodness Foods to operate its business activities. Therefore, Brexit causes uncertainties in business places as such investors get puzzled if they go with the EU or not. However, without investments, small organisations for example Goodness Foods can face business uncertainty in the market. 

	Economic 
	· Inflation 
· Increasing labour cost
	Inflation is another factor that prevents to purchase the expensive products or services (Adam, and Weber, 2019). After the pandemic, the world faced challenges of inflation and unemployability that directly affect the purchasing power of consumers. Whereas increased labour cost also impacts organisational growth, the labour demand as a result it is difficult to manage the business condition of Goodness Foods and it increases the price of products in the market. 

	Social 
	· Health consciousness 
· Dietary Restrictions 
	As a food company, health consciousness is necessary, Goodness Foods focuses on food quality that helps to retain potential consumers. At the present time, consumers are knowledgeable about dietary restrictions and they are more health conscious as they prefer healthy food instead of junk food. Goodness foods manufacture good quality health consciousness products to ensure the consumers.  

	Technological 
	· Automation 

	In the digital era, organisations generally prefer to go online or digital and adopt automation in manufacturing products. The organisation Goodness Foods has decided to implement automation in manufacturing products for consumers. 

	Legal 
	· Safety Standards 
· Companies act 2006
	Goodness Foods follows the Health and Safety Act 2010 within the workplace. Therefore, the company can get a great advantage by maintaining the health and safety law that ensures employees perform well and assure health safety within the business organisation. 

	Environment 
	· Waste management
· Sustainability 
	The organisation Goodness Food also considers waste management and aims to utilize eco-friendly products addressing environmental challenges. By increasing sustainability, Goodness Foods increase trust and bring benefits to the business economy. 




SWOT analysis
	Strengths 
· The ethical practices of Goodness Foods are the biggest strength in the food industry. 
· Organisational principles of Goodness foods focus on quality rather than making money. 
· Positive revenue and effective revenue of 10 million in a year. 
	Weaknesses 
· Low numbers of employees which are only about 70 employees of Goodness Foods. 
· Low investment is also a weakness of Goodness foods. 

	Opportunity 
· Developing online operation Goodness Foods become the biggest distributor of health foods. 
· Sharing ownership deals with the same salary that remove discrepancy among the employees that bring productivity. 
	Threats 
· The competitors of huge investment and large supply chains can be threats to small organisations Goodness Foods. 
· Changing human behaviours can be a threat because the company faced challenges to survive in the competitive market. 



McKinsey 7S Framework 
As opined by Jollyta et al. (2021), the tool Mckinsey 7S model is defined as an organisational design to look at the seven key elements such as strategy, system, structure, style, shared values, staff and skills that are identified to achieve organisational activities. The McKinsey 7S framework has been recommended for the organisation Goodness Foods to develop its workplace culture. 
Structure
Goodness Foods should develop a corporate hierarchy developing divisional make-up that helps to outline the business operations and chain of command. At present, the organisation performs shared ownership where the employees receive the same salary and made group consultations. In future, share ownership can cause conflicts, regarding this, corporate culture should be built up to eliminate conflicts and threats to the business organisation. 
Systems
The daily procedures, decisions and workflow are referred to as daily procedures that have been made up of the standard operations within the business organisation. Based on the case study, Goodness Foods experienced claims of strict ethical standards as such it can be recommended that organisational systems should be flexible and reliable. 
Strategy 
The long-term strategy has been aligned to communicate with organisational goals and objectives. Therefore, it is an approach that should be built up in the organisation of Goodness Foods. The organisation already practises ethical practices, for example, it employs homeless people and provides training to alcohol and drug-addicted people to gift a beautiful life. 
Shared values 
Standards and norms within the organisation influence employees to maintain the discipline of the business organisation. It generally deals with general guidelines that have been supported by the staff. However, the organisation makes shared decisions and share ownership which provides equal importance to all employees. 
Skills 
The capabilities and abilities are referred to as skills that determine the types of achievements that assess the available skills in order to obtain goals. Therefore, Goodness Foods ensures training to the employees who require as such they can develop themselves to increase productivity. 


Style 
The management of an organisation follows an approach which is defined as a style that leads the company and develops organisational productivity. Goodness foods should develop the working style to enhance employees' performance. The democratic leadership style should be developed to counter everyone’s views and opinions. 
Staff 
As stated by Buzatu et al. (2019), the staff is defined as the large workforce where the personnel of the organisation accomplish the tasks. Therefore, a set of tasks has to be developed to make track of the organisational employees. However, the company should ensure training to enhance organisational productivity. 

[image: ]
Figure 4: McKinsey 7s Model 
(Source: Jurevicius and Nami, 2022)




Comparison of formal and informal information 

	Characteristics 
	Formal Organisation 
	Informal Organisation 

	Structure:
Origin rationale 


Characteristics 
	As stated by Giménez and Tamajón (2019), formal organisations are generally planned and rational to develop business activities. 
Formal organisation is the stable 
	Informal organisation is defined as spontaneous emotional in terms of rationale. 
Informal organisation is dynamic.  

	Position Terminology 
	The positional terminology of formal organisation is a particular job purpose base. 
	The informal organisation position terminology is role purpose. 

	Goals 
	The formal organisation aims to serve society and gain profits. 

	The informal organisation aims to achieve member satisfaction. 

	Influence: 
Flow, Type, base 
	The top-down approach to position authority has been followed by the formal organisation. 
	The Bottom-up approach in personality power has been followed by the informal organisation. 

	Control Mechanics 
	Demotion and threat of firing have been identified in formal organisations. 
	Social or physical sanctions have been identified in informal organisations. 

	Communication involving speed accuracy, networks, and channels 
	The speed Accuracy of formal organisation can be slow and high and it supports formal line networks and manage formal and well-defined channels. 
	The speed accuracy of informal organisations can be fast and low, whereas it supports cur across regular channels. 

	The basis for attachment 
	The formal organisation based on loyalty 
	Informal organisation is based on cohesiveness. 



Corporate social and environmental responsibility 
As per the view of Orsdemir, Hu, & Deshpande (2019), organisational culture is defined as a key determinant that involves beliefs, values, and external and internal behaviours of individual people. Moreover, it also includes the issues of ethics that identify what is right or wrong. Corporate Social responsibility has been defined as ethical organisational behaviour that covers all aspects of corporate governance that conducts ethical ways involving human rights, and other important aspects. The high-profile business cases and scandals of mismanagement have been discussed in the concept of CSR which means increased demands from statutory bodies, employees and consumers considering detailed information about the business organisation. It provides added value to the business organisation and meets acceptable standards. Based on the case study of Goodness foods considers the environment to achieve sustainability in the business market and it supports homeless people to make self-dependable in the organisational market. Moreover, the organisation is responsible to provide ethical practices as such it builds prayer meeting places concerning the majority of Christian people. However, the organisation has decided to promote online operations to continue organisational productivity. For example, the fair-trade good practices of Pepsi-Cola protect the third-world producers which are sold in the supermarkets whereas Tesco the supermarket is accused of unethical behaviour that slows organisational performance. 


[bookmark: _3u1jh6dz9nug][bookmark: _Toc118737884]3. Critically appraise the cultural and ethical behaviour present in one or more organisations 





Definition of culture
[image: ]
Figure 5: Defining culture
Source: (Materials)
As defined by Hoecklin, (1994), culture in an organisational context represents the intrinsic and extrinsic values, behaviours, and beliefs demonstrated by the organisational people and the business as a whole. Hence, organisational culture implies the way a company conducts itself in the market with respect to the environment, stakeholders, and competitors. Organisational culture can be grounded on power, support, role, or achievement. For instance, an organisation with a power-oriented culture like Apple focuses on the chain of command and employees are subordinates with minimal to almost no power. A culture based on roles like the NHS is focused on procedures, systems, and rules specifying disciplinary procedures, job expectations, and rewards. An achievement-oriented culture is centred on accomplishing a new goal and creating a change such as the culture in the case study organisation Goodness Foods. A support culture organisation values relationships with people in the organisation and their motivation the most
Define ethical behaviour and values
Ethical values and behaviours are integral to the corporate social responsibilities of organisations. According to the definition by Lewis, (2003), ethical behaviour in a business context refers to accountability of the business relating to its conduct and impacts along with responsibilities towards its environment and stakeholders. The ethical behaviour of an organisation should demonstrate equity, honesty, and fairness in professional and interpersonal relationships across the organisation. An example of ethical behaviour is Pepsi's reporting to the FBI while some employees from Coca-Cola attempted to sell trade secrets. On the other hand, a practice of unethical behaviour can be observed through Nike's labour exploitation and unhygienic supply chain conditions. Goodness Foods should ensure that every member in the workplace showcases works ethics such as discipline, integrity, honesty, and good values and professional ethics should be promoted such as organisation, accountability, no discrimination, good hygiene, and fair wage, avoidance of child labour or forced labour, and respect.
Culture and sustainability within the business venture
According to the postulation of Hoecklin, (1994), organisational culture is comprised of internal and external environments and each of them consists of visible and invisible cultural forces. For instance, the internal environment of Goodness Foods contains visible elements such as the building, space, resources, lighting, equipment, and furniture while the invisible elements are belief, history, processes, and tacit assumptions. The visible elements in the organisation’s external environment include competitors, customers, and location whereas invisible external cultural elements are current events, politics, and relationships.

[image: ]
Figure 6: Deal and Kennedy Culture model
Source: (Materials)
According to the culture model of Deal and Kennedy, history, storytelling, values, beliefs, rituals, ceremonies, cultural networks, and heroic figures shape the organisational culture.  Based on these factors, the model showcases four cultures. The work hard play hard culture is more outcome-driven where communication and decision making is fast and employees take fewer risks. A macho culture is where employees taking strategic risks are more successful and risk-taking is encouraged in such a culture (Deal and Kennedy, 1988). The process-driven culture fosters slow communication and low risks and the focus of employees remains on process accuracy. The culture of bet-your-company fosters a highly risky environment that is driven by development and innovation. Goodness Food has been identified to cultivate a process-driven culture focused on transactions and continuous improvements.

Personal ethics, standards, value and belief
Work ethics represent personal accountabilities, values, and beliefs that allow an individual to conduct oneself in a positive manner without harming others. Good standards of ethics in work include non-discrimination, avoidance of biases, teamwork inclusivity, respect, honesty, integrity, transparency, reliability, and compliance with the organisational code of conduct (Rayner and Adam, 2009). Values are referred to the personal beliefs of individuals motivating them to act in a certain manner. Goodness Foods as a business should promote values in employees such as loyalty, kindness, commitment, security, motivation, tradition, benevolence, compassion, and integrity. Belief is personal and it represents an individual’s trust in a certain matter. As an ethical organisation Goodness Foods should respect individual faith and belief within the organisation.
Identify and discuss the sense of culture and ethical behaviour refers to employees
A sense of culture is created by the cultivation of specific behaviour within the organisation. In order to foster an ethical culture within the workplace Goodness Foods must cultivate ethical behaviour in the organisation. Hence, an organisation must establish a leadership able to exemplify the ideal ethical standards to its people to ensure an ethical sense of culture is created. To ensure a great level of commitment, loyalty, and accountability, trust should be built between employers and employees (Alvesson and Sveningsson, 2008). A transparent communication system is essential to maintain organisational honesty and integrity. Values and beliefs in an organisation may change and therefore, continuous feedback should be implemented.


Examine the synergies between culture and ethics
[image: ]
Figure 7: Cultural Categorisation model
Source: (Materials)
Organisational culture and ethics are interrelated while they further depend on national and global culture. An international culture is broader and practised overseas whereas a national culture is limited to the domestic territories of a certain nation. While organisational culture is controllable and smaller it is imperative to integrate national and global culture into a business. International businesses must incorporate the beliefs, customs, and values of people in a certain culture while operating in a specific country (Trice and Beyer, 1993). According to the cultural categorisation model of Lewin, cultures are linear-active, multi-active, and reactive. The United Kingdom is a linear-active culture where Goodness Foods need to be more decisive, cool, and factual.
Barriers to effective functioning in the organisation and ways to overcome them
The main barriers to effective functioning within an organisation are misunderstanding such as differences in language, cultures, and poor awareness of work processes; critical reluctance where experts have alternative views, and a lack of complete knowledge (Kollmuss and Agyeman, 2002). In order to overcome these barriers, Goodness Foods requires encouraging a system of continuous professional development for knowledge and skill building. Effective training should be implemented alongside on-the-job learning for ensuring proper orientation of employees with each other and processes.
Toulmin: Organisational people should learn how to form arguments for data analysis and argument formation. Using Toulmin’s model, they can use components such as claims, data, qualifiers, rebuttal, and warrants (Ebadi, Ashtarian, & Zamani, 2020)
Pearson’s RED & Chatfield: Employees’ critical thinking ability can be improved through the use of Pearson’s red model focusing on analysis, evaluation, and inference.



[bookmark: _Toc118737885]Conclusion 
Organisational culture considers individual values and opinions, attitudes that exemplify positive traits that lead to organisational performance in the business economy. Therefore, a mission statement qualifies the organisational development that corrects employees' mistakes and develops performance levels. However, the report discusses the organisational values involving different models Handy Model, and Hofstede model and recommends McKinsey 7s model, to develop ethical work in the business industry. Hence, it can be concluded that the organisational workplace can bring more opportunities and profits for the business organisation. 
[bookmark: _Toc118737887]
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