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Executive summary:
Admiral culture organization use a collectivism structure, comprises a “doing” orientation (Kluckholn and Strodtbeck,1961) and integrates what Edgard Schein it is stating in 2004 , “the culture of a group can now be defined as a pattern of shared basic assumptions that was learned by a group as it solved its problems of external adaptation and internal integration”. Therefore ,after I work for Admiral, in four different locations based in three different towns from UK ,I encounter and experienced  the same basic assumption of  Admiral`s organization culture: that you as an employee do not matter and the only focus of this company it is the satisfaction of the customers and not your wellbeing as an employee. Taking in consideration the covid pandemic that we are experiencing, their culture organization did not improve, but made it worse. 
The workplace culture of the organization that I choose to discuss in this report document, belongs to Admiral Slots Casinos which represents my own workplace. Admiral is part of Novomatic and was constructed in 1980.His owner is an Australian businessman called by Johann Graf. Novomatic has more than 22.000 employees worldwide, about 2.6-billion-euro revenue in 2019 and 1900 gaming facilities in 50 casinos worldwide.
UK extended rapidly and, in our days, holds 230 gambling locations. All these locations are part of a very precise system. Admiral offers the most innovated and astonishing adult gaming experience.
I work for Admiral for almost 4 years and my current positions is relief supervisor. My shop had 83 slots machines, equipped with the ultimate technology and 5 vip gaming machines that makes you have the impression that you are playing in an extraordinary casino. 

According to Alvesson M.  and Sveningsson S. (2008), the term ‘organizational culture’ was introduced at the beginning of the 1980s.

In the other hand, Egard Schein in 2004, states that, culture is an abstraction, yet the forces that are created in social and organizational situations that derive from culture are powerful. The culture of a group can now be defined as a pattern of shared basic assumptions that was learned by a group as it solved its problems of external adaptation and internal integration, that has worked well enough to be considered valid and, therefore, to be taught to new members as the correct way to perceive, think, and feel in relation to those problems (Schein, 2004).I agree with this definition and I can affirm from my own experience that the basic assumption of  Admiral`s organization culture take place all over UK.I assert this, because I work in 4 different locations, in 3 different towns from UK and everywhere I work I find the same organisational culture.
Four years later in 2008, Alvesson M.  and Sveningsson S. defined culture as following: culture does not refer to social structures and behaviour but in contrast to mental phenomena such as how individuals within a particular group think about and value the reality in similar ways and how this thinking and valuing is different from that of people in different groups.

Admiral`s organization culture is focus in using relevant marketing and theories/models influenced by scientific discoveries to analyse the customers’ experience and to give to the customers what they “want”. They are using scientific research about human behaviour to create games, slots machines, and promotions to engage the customer to enter to gambling environment.
Additionally, Admiral`s organizational culture infers the cherish and the value only of the customers witch for Admiral, they are the most important thing of their culture as a business. This assumption stays even know with the covid pandemic. Therefore, they invest so much in technology to create machines and games they make customers come to play in our shop and they are using the scientific studies about human behaviour to create an environment that customers will enjoy. 

Even now, with the covid pandemic ,Admiral organization culture implies giving the customer what they want: people's desire to earn wealth is one of people's main motivations to start gambling (Ladouceur et al., 2001) and people are motivated to play recreationally because they want to get rid of stress and a negative emotional state and also want to play because of the adrenaline sensation that the games offer (Rickwood et al, 2010).

According to Gullestrups (2003) explanations about what type of culture it is the company that I work for, Admiral belongs to the horizontal dimension and more precisely to social dimension because Admiral it is belonging to leisure and social sector.

In my opinion, because of the pandemic situation Admiral moved from a horizontal dimension to a dynamic dimension which mean that the foundations of a culture can be influenced by mutual interaction both internally and externally (Gullestrups, 2003).This mean that, because of the lockdown ,they moved their business online and they are promoting their business in accordance with the pandemic, spending more money in the online advertising  because people spending their time at home.
Because Admiral it is not influenced by a culture oriented towards equality, you do not have a matter of say in any decision that implies to change the rules of the company for the benefits of all the employees. Your only duty is to obey with the rules that the company created and nothing more.

In admiral organizational culture the job satisfaction is defined by the concept “how to produce more money for the company” and not by working in a pleasant environment. For them, if a big spender customer it is treating you badly and it is insulting you, they do not care ,they ask you, to apologies from the customer ,even when you were the person that was insulted, and all of this ,because that customer puts a lot of money in our machines and his money are very important for the profit of the company.

Moreover, Admiral culture organization has a “doing” orientation (Kluckholn and Strodtbeck ,1961) where they only care about the fact that how your appearance and your behaviour towards the customer will make that customer spend more money in our venue.

Besides, Admiral culture organization has collectivism structure where you are discourage to be independent and self-reliant, but instead you are ask to comply with the rules ,to behave according to benefit the group and of the company, you have to do what everyone else from the group it is doing.
Additionally, even if majority of the people that we work to Admiral we are immigrants ,so we are multicultural workers, the mangers are not working to manage diverse culture and benefits from the synergies that it is bring ,but moreover, that are using the same culture organizations believe that you as an employee you are not important and you do not matter.

Admiral use a bureaucratic organizational culture where our behaviour as employees is governed by formal rules that we are not allowed to brake and standard operating procedures that are mandatory to follow.
The other parts that make up Admiral`s culture include how they value the employees that are immigrants ,like me .Working in Admiral I personally encounter so many experience were I see that the behaviour that company has towards us as immigrants differ so much with the behaviour that they have towards the employee that are from this country. I agree with this sentence that “culture refers to what stands behind and guides behaviour rather than the behaviour as such to (Alvesson and Sveningsson, 2008) that applies so much within the below experiences. With these employees that are from this country, they are more tolerable, more indulgent and they give to those employees more benefits. By this, I mean the following: I have in my workplace 2 English persons that are working, one it is called Courney and one its names Richard. Both they are using their mobile phones on the shop floor even when we are not allowed, and it is writing in our contract. When me, or other colleagues that are immigrant we are using the phone on the floor shop, the manager it is telling us off and it is making us having a counselling form with the fact that we use the phone on the floor shop. On the investigation meeting that we had because we use the mobile phone on the floor shop, we said that other 2 colleagues are using the mobile phone on the floor shop and the only reaction of the manager at this statement, was that “ I will investigate” ,which it is never happing , taking in consideration that this incident happened 7 month ago and they are “still investigating”. In another example is ,that this 2 English employee can make the shifts that they wanted but when we ask to do some shifts, majority of the times we are refuse because “different reasons” that we are “not allowed to know”. 
The behaviour of the manger encounter in this organisation that is in accordance with the values associated with Admiral`s organization culture, where you as an immigrant employee you do not feel appreciated and rewarded, extend to the highest management as the area manager. With this regard ,me personally I encounter 2 different experiences were I see that how Edgard Schein it is stating in 2004 , “the culture of a group can now be defined as a pattern of shared basic assumptions that was learned by a group as it solved its problems of external adaptation and internal integration”. By this, I mean, that the way this company it is resolving his problems internally it is by showing you appreciation as an employee and giving the impression that you are important only when they need you and only when they cannot replace you in that moment. In 2018, the holiday policy of Admiral was that you were entitled to take the holiday beginning 30 June of 2017 until 30 June 2018.At the end of Aprille 2018, I belong to a group formed by 5 employees. I was the team leader, I had a manager, I had an Hungarian colleague that she had 2 daughter and I had 2 other English colleagues .In the beginning of may I saw that the English colleagues were doing drugs in the shop and sometimes they were accompanied by the manager that was a Polish guy. Since the manager of my venue was involved in the drugs situation, I had to go higher then him to the area manager that was, and English guy called Peter. In that moment I had already booked my holiday in the end of June and I had almost 1-week holiday. In the drugs situations, was involved the husband of my Hungarian colleague who later one she did not come back to work. Consequently, because I told everything to Peter, we had to start an investigation and prove what these two colleagues were doing. Because was May, was a bad period to hire someone to replace these two employees. As, Peter knew that he needed me as an employee and he was keep asking me to think about what we will do if there will be no one to cover the shifts of these two drugs addicts, because we will terminate their contract with us. In that period, I was very involved with this company and I believed that my sacrifices not taking my holiday will mean something. Unfortunately, this was not the case. After we sacked those two English persons, the Polish manager quit. He moved into another company because he knew he will be next to accuse of drugs. In this way I was the only member of stuff remaining available in the shop. I am a persons who like to trust another person and I did not think one moment to obtain a prove of the fact that Peter agree with my solution that I will postpone the holiday until we will find other member of stuff to help us. In September we find another member of staff and I was happy believing that I could take my holiday how was my arrangement with Peter stated .Accordantly, Peter,  when we find another member of stuff ,he changed his behaviour towards me and the fact that for 3 months I work there 10, 12 hours per day ,every day did not matter anymore. All the positive things that he said about me and how he encouraged me in all these three months, were like that they did not exist in the first place. Peter said that was a misunderstanding and that he never agreed for me to take the holiday after we find another member of stuff. When I went to the boss of Peter asking him for my holiday entitlement, he said that because I did not have any proof of the agreement that I had with Peter in May, he cannot do nothing about it ,just to comply with the rules and politics of Admiral that stated that the holiday year entitlement finished already in the end of June. The shop that I was working in that moment was the shop located in town called Welling. That shop was performing for 20 years and they had a law profitable performance. In those 3 months, from the end of June until the end of September the shop made the first two records of profit sales in the history of Welling. Even so, these was not appreciated but instead I was ridiculed and discriminated in the manager conference that we had in October. In every manager meeting the company offers to us, the employees, a free lunch and the company decided in that day to buy us pizza. I did not want to eat pizza or something because I was not feeling good. After every one of the persons participating to the meeting finished eating, Peter told me that because I am Romanian, I can eat their leftovers of the pizza. That incident was the first one that triggered me to have a low esteem and to started to have bad feeling about how much I worth.
The same organizational culture represented by the value that you as an employee you do not matter it is prolonged even now, in this difficult and challenging period. 
By this I mean the following. Because of the covid pandemic, the company makes us take some online curses where was explained to us the importance to sterilise every machine and everything that the customer or we as an employee’s touch. This strategy will help the virus covid not to spread and therefore will help us maintaining our good health. In both of the online learning modules that we did about covid, as well as the document called “risk assessment” that we had to  understand and sign was writing undoubtedly that we have to  comprehend the effect that could have to our heath the using of those solution. One of the solutions that we use to clean everything was a solution that include in their composition both cleaning substances as well as antiseptics substances. Taking in consideration that it is very  important to understand the possible effects of the substances that can harm our heath, I ask the manager of the venue were I work, to show me the folder containing the effects of the substance that we use and all of his characteristics of that product. That folder it is named the C.o.s.h. folder. The manger showed me the cosh folder without the substance that we were using every day to clean everything and per day we are using it like at least 300 times. So, I send her an email, because know I learn my lesson from before, that I have to have a proof of everything. In that email, I tell her that I feel more comfortable to sign that “risk assessment” folder after I will see the correct cosh folder of the solution that we are using it so many times per day. After a couple of days the manger showed me the cosh for a solution that it is very similar to the product that we are using ,but it is not including the disinfectant substances in it , it is only a cleaner solution ,not an antiseptic solution as well. Therefore, I explain to her that that cosh it is not the right one and she disagree with me insisting that, the document that she showed me it is good. I refuse to sign the risk assessment and the manager promise to me that in a few days I will receive an email address where I can postulate my worries that I have about the product. I wait for that email 3 weeks and after 4 weeks the area manager called Kewin, ask me to participate to an investigation meeting about my behaviour. That meeting was not expected because I did not do nothing wrong, only I ask to the manager to provide me with the correct cosh of the product that we are using it 300 times per day. But because, in the organization culture of Admiral, you as an employee do not matter, your concerns and worries do not matter, the only thing that matter for them it is the customers and only the customers. Consequently, for Kewin I was becoming an employee that will create problems for the company, because how he stated, that with my behaviour for not signing the risk assessment I put the company at risk. It did not matter that I put my health on risk, using a product 300 times per day and not knowing what are consequences of using it it to my heath, in Kewin eyes, the only thing that matter that I put the company in risk. I was very disappointed of Kewin behaviour, taking in consideration that this is the second time when I see in practice what are the organizational culture of this company witch evidently asserts that you as an employee do not matter at all. Because Kewin was insisting with the fact that I put the company in risk ,I showed him the message that I write before saying that I will sign the risk assessment only if they will handle me the correct paperwork of the solution and that I have the wiliness to sign it. I had to show to Kewin the own company risk assessment that they, as a company created for the covid, where it is visibly stated on the page 23 and 29 that we as an employee we have to comprehend the effects for our heath of the products they we use during the covid pandemic. Consequently, because Kewin saw with his own eyes what the risk assessment documents asserted ,he concluded the meeting telling me that he has to consult with HR to see if I did not sign that paper ,I am not permitted to work. Kevin tried to make me believe that the consequences of  using the product to my health are minimal and not important, he suggested that only if I have any allergy I can bee effected by that product ,and when I told him that I am allergic to Penicillin and I show him how bad this product affects my skin of my hand, he said that he has to consult with the HR and I have to sign the document before I return to work. I still not sign any document because the company did not provide me yet with any good cosh of the product that we are using it.
Taking in consideration the organization culture that Admiral belongs, I use environmental scanning tool to use PESTLE analysis to provide a critical evaluation of the broader environment in which Admiral operates and the impact of it to my organisations culture and performance. PESTLE analysis includes seven area in which any organization, like Admiral, operates: political, economic, social, technological, environmental, legal and ethical factors (Morgan, 2016). On the political factors, Admiral operates under the politics that they cannot hire a persons under age 18 , that we are not allowed to let enter the shop or play our machines a person that is under age 18, we are not allowed to let enter the venue ,or to play our machines a persons that is accompanied by a child and we are not allowed to let money laundering to occur in our shop. From the economic side of view, Admiral had in 2019 about 2.6-billion-euro revenue and the business it is still growing. Admiral belongs to Novomatic, and because of this, the technologies factors are very impressive taking in consideration that Novomatic invest a lot in technology, being well-known about his highest technology in gaming innovation. The enviremental factors that Admiral use are very good placed, because Admiral use technology that do not affect so much the environment by polluting it, therefore, the products that Admiral use are considerate sourced ethically by the customers. At the legal factors sector ,Admiral it is using a policy called “K.E.P.” ,were K stands for “keep gambling fair and open to everyone” , E stands for “ensure gambling it is fair and open to everyone” and P stands for “ protect the children and the vulnerable to be exposed by gambling”. The “Ethical factor that Admiral operates, include the refusing of letting young persons ,under age 18 to enter our venue, they give the same promotion to everyone one not taking in consideration how mush money they spend, and they donate every year some money to the charity.
The areas of the organization culture that create difficulties and could be improved, through good leadership practice are the focus on the wellbeing of us as employees.

My suggestions for improvements include changing their managing attitude towards us and showing us more appreciation and consideration, that even when we are only employee in this organisation, we make a difference, and we are significant for the organisation.
The Hawthorne Effect, states that the more consideration you give to someone, the more likely their performance will change (Payne G. and Payne, 2004). Consequently, I strongly suggest to the company to introduce us to the program created for the us employees called, “Heath Assured”. With this programmes we, as an  employees can benefit for 9 free sessions with a professional therapist that can help us with the stress that we have dealing with the customers and dialling with our own stress and anxiety feelings that it is generated because of the covid pandemic. It will be nice to see at list the same cherish that they give to the customers protecting them from the covid by implementing to us the mandatory rule that we have to clean absolutely everything after the customer, by demonstrating us that they are beside us in this challenge of covid and that we are not alone. If the company will include in their organizational culture, the belief, and the value that we as an employee we are important, these will reinforce us to be better employees and pay more attention to customers. In this way, if the customers will see that we are happy as employees they will feel more comfortable playing in an environment with happy people and automatically this will upsurge the revenue of the company.
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