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The purpose of this report is to analyse the culture of an organisation’s internal culture and its operating environment thoroughly. 
The organisation that is debated in this report is a dental practice, the position occupied within the organisation is dental nurse. The report is looking to evaluate the organisation values, beliefs and behaviours, at the same time as the external factors that influence it, like market conditions, industry trends, and socio-political influences, examining these elements in order to understand their impact on employee behaviour.  
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Starting from the etymology and semantic structure of the word culture, Hofstede (2010) traces the word culture to its Latin roots, where the meaning of the word was cultivating the soil. Over time, the term has acquired wider meanings. Schein (2010) notes that culture is studied by both anthropologists and sociologists, leading to numerous definitions that highlight its complexity. While many definitions focus on large-scale cultures, such as nations, professions, or organizations, some also apply to smaller groups or subcultures. Researchers often combine these perspectives, resulting in overlapping definitions that reflect the broad and complex nature of culture Schein (2010).

	Hofstede (2010) presents culture as: "a collective phenomenon, because it is at least partly shared with people who live or have lived in the same social environment, which is where it was learned". Another definition that shares Hofstede's idea that culture is a characteristic of a group is Schein's definition (2010) which claims that culture is: "the accumulated common learning of that group". Furthermore, he emphasizes the importance of sharing the knowledge and practices of a group that has been developed over time to be implemented in a challenging situation, to solve problems like adapting to the external world and internal integration. When these methods are proven to be effective, they are shared with new members “as the correct way to perceive, think, feel, and behave about those issues” Schein (2010).
	In his presentation, Dr. Trompenaar (2009) compare the culture with an onion. The outer layers are considered visible elements like architecture, food, language, with different meaning to different people. Underneath these layers are norms and values: “Norms are shared orientations of what we define as what we should do and values of what we like to do.” Trompenaar (2009). In time, values can become unconscious habits, or "basic assumptions" that guide behaviour.
	Cultural values often function subconsciously which can lead to bias or discrimination. However, understanding these values they "can influence us to be more inclusive" Care Quality Commission (2024). As we take our own cultural values for granted, we may not recognize how they form our assumptions and impact others.
	Following the scholar's theory, we can consider culture as a collection of norms, beliefs, values, patterns of life patterns, learned behaviours, shared knowledge passed on from generation to generation.  
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	As mentioned in the above text, the term "culture" was used during the time to describe the process of working the soil, the level of knowledge possessed by someone referring to it as "cultured", or the set of customs and traditions that groups, nations develop over time. 

[bookmark: _Hlk184309956]	Schein (2004) remark that the term culture was used by researchers and scholars to describe the “climate and practices that organizations develop around their handling of people, or to the espoused values and credo of an organization”. 
	He points the fact that people get confused when they try to talk about "culture" in relation to groups, organizations, or professions, because these kinds of social groups are not always easy to define clearly. To avoid confusion, the advice is focussing on the key elements like a “shared history” among the members of the group. Any group of people who have a shared past will develop a culture. There are three factors that determine how strong that culture is:
· length of time since the group exist.
· how stable group membership is.
· the emotional impact of their common experiences.
	In the specialized literature we find the expression “organisational culture” which refers to “deeper level of basic assumptions and beliefs that are shared by members of an organisation, that operate unconsciously and define in a basic “taken for granted” fashion an organisation’s view of itself and its environment” according to what is written by Johnson&Scholes (1993). 	
	Another definition provided by Russell (2014) describes organisational culture as: “a shared set of values, goals, attitudes, and practices that characterize an organization”. But also, she use simple words to compares the company culture with an engine that “drives an organization’s success — or leads to its failure”, we understand that culture represent a vital component of the organisation that can lead to the success or to collapse.
	
	According to Schein (2004) highlights that culture is all about what members of a group share. It can show up in many ways, such as:
· “Observed behavioural regularities when people interact” (e.g., language, customs, traditions, rituals).
· “Group norms” or the unspoken rules about what's acceptable.
· “Espoused values” official goals or principles a group promotes (e.g., "quality" or "development").
· “Formal philosophies” policies or guiding ideas (e.g., a company’s mission statement).
· “Rules of the game” ("the way we do things here"), which help new employee to fit in.
· “Climate”, general mood or atmosphere created by how people interact and set up their spaces.
· “Embedded skills”, inherited without being written down.
· Shared ways of thinking and speaking, that shapes members' perception of the world.
· Common meanings, developed through interactions and experiences.
· Symbols and metaphors, like office designs or logos, which reflect the group's identity.
· Rituals and celebrations, marking important events.

	Schein (2014) points the fact that all of these represents aspects of culture, but not any of these alone can completely represent "the culture" on its own. Culture is unique and it encapsulates: the structure, the depth, the breadth, and how all these elements are included and work together. 	
	Culture “set the “personality” and values of a given business, but it is also the glue that binds a team together and informs how work gets done within the organization” Russell (2024). 
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	From an organisational culture perspective Mydentist can be described based on several key cultural attributes characteristic for a large, professional service organizations in the healthcare field:
1. Espoused Values:
· one of the values that Mydentist promote is the accessibility and quality care “affordable dental care” Thomas (2024)
· Respect.
· Learning organisation.

2. Their mission is:
· “Helping the nation smile” Mydentist (2024) improving oral health and ensuring patient satisfaction.
· the statement “helping nation to smile” is true, as an employee of Mydentist dental practice I can confirm that is real: the practice offers patients choices regarding their treatments to go under NHS treatment which is affordable, but in the same time they offer private treatment (in case of a patient is not happy with an amalgam filling the cost being supported by the NHS, he can choose a composite filling but it will be charged as private treatment), the fact that they have a choice make them happy. 
· Many patients who have cavities in their front teeth or missing teeth, or are dissatisfied with the shade of their teeth, refuse to smile, they are always aware of this problem and avoid smiling. A visit to the dentist and the successful completion of the treatment brings back the smile on the lips of people who are grateful for the work done by the dental team.

3. Strategic vision: 
· “Deliver high-quality affordable oral care across the UK” Mydentist(2024)
4. Shared Meaning: 
· the practices foster a culture where patient care is the most important (“Put patients’ interests first” the first rule from GDC 2024), with team members sharing an understanding of the importance of treating patients with compassion and professionalism, following the rules and protocols set by the General Dental Practice (2024)
5. Group Norms: 
· “respect each other’s” Mydentist (2024), collaboration. 

6. Focus on Training and Development
· “We grow together” the statement that is presented in their website page, but also is supported by the mydentist academy “All our staff and associates have access to a comprehensive training toolkit which includes packages for team development via our learning management system (LMS). Organised by role, the LMS outlines an individual’s induction, mandatory on-line training modules, learning aids and other courses which are available for each role within the business.” Mydentist 2024

7. Customer-Focused Innovation:
· practices frequently update technologies.
·  offer modern treatments like cosmetic dentistry, aligners or dental implants. 
· adapt to patients' changing needs.

8. Support for Diversity and Inclusion:
· staff and patients from diverse backgrounds.
·  focus on inclusivity and respect for different cultural and personal needs.
	
	The culture at Mydentist can be described as patient-focused, professional, collaborative, and standardized, with an emphasis on maintaining high clinical standards, fostering teamwork, and balancing healthcare delivery with business objectives.
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	According to Schein (Maund 2018) from a structural point of view, he identifies  three levels of culture (see Appendix A). These levels explain how culture operates and how it is experienced by both member and non-member of the organisation.

1. Artifacts – 1st level 
· represents the visible elements of culture 
· Examples from dental practices: 
· logo Mydentist. 
· uniform clean and tidy suggest  professionalism and a commitment to hygiene.
· “Interior design”, modern, clean, and well-organized practices, denotes professionalism and attention towards patient comfort.
· These artifacts shape the perception that patients have regarding the Mydentist.

2. Espoused value – 2nd level
· These represents the: core value, goals, principles.
· They can be found in their statement, website, mission statement.
· Example: provide high-quality treatment, provide affordable treatment, 
· trust, ethics, and professionalism in patient care may be reflected in staff behaviour.
· Mydentist claim that prioritise patient safety and quality of dental care, which can be seen in the interaction with patients, staff training, marketing material.

3.  Basic assumptions – 3rd level
· Those are considered the most important level, that sometimes unconscious beliefs and assumptions that influence behaviours and how things work and are done within the practice. 
· The belief that dental professionals must be highly trained, skilled, and constantly updating their skills to ensure the best patient care. This could influence the process of  hiring experienced staff and providing continuing training.
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	To understand how an organization operates within its broader surroundings, this report will use two widely accepted methods: 
· SWOT Analysis:
· Benraouane & Harrington (2021)
· PESTLE Analysis: 
· It is considered by Johnson& Scholes(1993) an important “start point” to look at which external factors have had the biggest impact on the organization in the past. This includes identifying any changes happening now or in the near future that could make these factors more or less important for the organisation and their competitors. 
· the PESTLE model study “six important factors” Vardopoulos et al.(2021): P -political, E - economic, S - social, T – technological, L – legal, E – environmental.

[bookmark: _Toc184419343]SWOT Analysis: Organisational Culture at Mydentist
Strengths:

· Patient-centered care: 
- staff are trained to provide high-quality care by prioritizing patient safety and well-being. 
- staff emphasis to create a welcoming and friendly atmosphere.

· Team collaboration:
· A culture of a teamwork: dentist collaborate well with hygienist, orthodontist in order to provide a comprehensive oral care.
· Meetings in a regular basis: promote open communication and shared problem solving.

· Prioritise Professional development:
· Training to keep up to date with all the changes made to protocols, training session to reenforce the knowledge and skills.
· Opportunities to enrol to different programmes, courses for continuous learning and skill development.

· Ethical practice
· commitment to high standards of care and integrity, that helps gaining patient trust

Weaknesses:
· Resistance to Change
· Staff being hesitant towards new technologies.

· Communication issue
· Potential misunderstandings within the team.

· Inconsistent Cultural Alignment
· New members may need more time to understand the organisational culture.

Opportunities: 

· Leveraging Technology
· encourage culture of innovation and adopt new technologies like 3D X-ray Imaging System.

· Employee Development Initiatives
· Encourage team specializations by training programmes, that aim to boost staff motivation.
 Threats:

· Competition
· Staff may be attracted by a better offering (salary, work environment) from other dental practices. 

· Regulatory Changes
· May lead to stressful atmosphere and dissatisfaction.
Strategic Recommendations:

· Encourage open communication and provide training in order to facilitate the transition when implementing new technologies or protocols.
· Foster an approach on wellbeing by offering wellness programs to the staff, to boost their moral and prevent burnout.
	By analysing the internal weaknesses and exploiting the opportunities, a company may develop a stronger culture that boost patient and staff loyalty and satisfaction.
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	The PESTLE analysis aims to analyse the external factors that may influence the organisational culture at Mydentist.
Analyse the cultural and ethical conduct exhibited by one or more organisations

	For the following topic, I chose to talk about the organisational culture of two workplaces. I share my experiences from work, and at the end of this debate I will do an analysis of the culture of the two organizations.
	I worked at hotel X (I prefer to keep the name anonymously). When I arrived for the first time at the hotel, I was impressed by how luxurious it looked, it was situated next to the Wembley Stadium. I did work as a housekeeper and my job was to clean the rooms during the guests  visit at the hotel, or after they left the hotel. I did receive three days of training. When I started to work alone, I noticed that my trolley which I had to prepare in the morning with duvet covers, bar soaps, shampoo, and all the requirements, while I was cleaning the room, the trolley get emptied. I got stressed and frustrated because I couldn't do my work in normal working conditions. Someone was emptying my trolley which drove to delays in complying my work. Another major issue was that at the begin of the day I received two fibre cloths, one to use it wet and the other one to use it dry. I had to clean 18 rooms per day, and only to microfiber cloths weren't enough. On my training session the girl that I was shadowing was using the duvet cover instead of the microfiber cloth, she told me that everyone is doing like this, and I will be finishing early with no complaints from the supervisor. So, to clean the bathroom instead to use cloths I used the “dirty duvet cover” after I changed the bed. The material was good and absorbed well, but knowing what I have to do it make me feel sick and disappointed because I never wanted to do it in this way for myself and felt that it was wrong towards the guest who did pay for an “amazing experience“. I stayed there for two weeks, and I felt that is not the right place for me to work. They were advertised as a luxurious hotel that accommodate lots of VIP, their statement was that they are devoted to customer satisfaction, and they promise to make their stay at the hotel an amazing experience. I was upset and dissatisfied regarding my experience at the hotel. 
	The next job after I enrolled at the dental school, was as a dental nurse at IDH Practice. I was in training at workplace for three months. I was taught to follow the procedures and the protocols. Seeing staff respectfully towards the patients and to the other team members made me feel welcome and happy to be part of the team. I realise that the practice is the place that encourage the professional growth, while I was at school they facilitate my schedule in order to be able to attend the classes. They support me during my journey at school, providing me the training and learning materials that helped me pass my exam. In the practice I received help whenever I needed, I felt protected during my pregnancies, I wasn’t allowed to carry heavy stuff. Because I suffered from bad sicknesses they looked after me and always made sure to offer me refreshments during the working hours so I could stay hydrated, to have lots of breaks. The regularly meetings where I participated, were held in a friendly and relaxing atmosphere, and we have been encouraged to get involved in problem solving, and to communicate open about any issue encountered. The manager, she always reassured me that she wants to have a friendly relationship will all the team members. During the appraisal session she help me to focus and set up realistic goals, which were easy to to achieve them.  It wasn’t the best salary that I received, but the way they made me feel made me stay for a while.
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1. The Hotel
· Lack of Supportive Culture: 
· insufficient resources (emptying of the trolley, insufficient cleaning cloths);
· Training was superficial.
· Normalizing Unethical Practices: 
· The training indirectly encouraged unethical behaviour (using duvet covers for cleaning instead of the provided cloths), contradicting the standards of cleanliness.
· Stressful Environment: 
· The lack of resources (not enough cleaning products)
·  high workload (18 rooms per day) 

· Disconnect Between Brand and Reality: 
· Mismatch between the advertised commitment to luxury and customer satisfaction and internal practices. 
· Ethical Conduct
· Failing to Uphold Ethical Standards: Encouraging staff to cut corners (using duvet covers) compromises the quality of service and guest safety.

2. IDH Dental Practice
Cultural Conduct
· Supportive and Inclusive Culture: The practice adopted a welcoming environment where:
· staff treated with respect.
· teamwork is encouraged.
· the organization offered flexible schedules to support trainee studies. 
· providing support during pregnancy.

· Commitment to Professional Growth: 
· the practice encouraged continuous learning by providing regular training in order to reinforce their knowledge and skills.
· Offered learning materials, and guidance, fostering a culture of development.
· Collaborative Atmosphere: 
· regular meetings were held in a friendly atmosphere.
· encouraging participation in problem-solving and open communication.
Ethical Conduct
· Strong Ethical Foundations: 
· The practice is following strict protocols and procedures set up by the body regulator of dental team – General Dental Council.
· ensure patient safety and quality care. 

· Fair Treatment: 
· Employees are treated with dignity and fairness.
· Encouraging Ethical Behaviour: -
· provide training and support.
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	This report debated the critical role of organizational culture in adopting and promoting cultural value aligning daily practices with stated values. Organisations that emphasize respect, teamwork, and ethical conduct not only build trust among employees but also achieve higher standards of service delivery, with benefits for all stakeholders.
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Appendix A

The level of cultures according to Schein (Maund, 2018).
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