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[bookmark: _Toc26814103]Introduction
	From the perspective of different people, culture is a way of determining how each person perceives the activities of the world performed by other people and it is not something that can be whether it is right or wrong (Zimmermann, 2017). Zimmermann (2017) further describes that the behaviour of an individual in xthe organisation sets or create a culture within the organisation. A culture is not consistent and with time, the values, norms and beliefs change when new ideas, techniques and way of working are adopted in the culture. Middleton (2002) describes that the culture of an organisation can be divided into two levels which are macro and micro level. Culture at macro level, covers the behaviours of within businesses and economic institutions, while culture at micro level depicts the individual behaviour of the employees.
	Guillaume Pousaz launched a new payment gateway method known as Checkout in 2012 and since then, the company has established themselves to be one of most successful small company to aid other companies in streamlining their payments allowing them to serve more customers by providing various and suitable methods of payment. The company started in 2012 and within the same year they got the permission to be one of the authorised payment institution in the UK. In 2018, they had more than 200 employees working within the organisation and in 2019, they raised around $230 million in European Series A (Checkout, 2019).
	
[bookmark: _Toc26814104]Impact of External Forces on the Organisation
	The analysis of the strengths, weaknesses, opportunities and threats faced by the organisation is known as SWOT analysis. SWOT analysis was originally introduced in the 1960s and 1970s in research of strategic management and describes how the internal and external factors of the company affect their performance and their competitive advantage the market they are operating in (Bull et al., 2016). The SWOT analysis for Checkout.com is as follows:
	Strength
	Weakness

	· Since the company’s main product is an online payment gateway, they have global presence and their payment method can be used in any business
· They have offices in more than 8 countries
· Offer variety of payment methods and through different types of cards as well
· Offer direct access to popular international cards
· Process payments in 150 currencies
· Accept the most popular local payment method of any country (Checkout, 2019)
	· Since it is an online payment method, there is a potential for fraud payments, which includes phishing and other methods of fraud
· It is dependent on having a proper internet connection for successful payments
· They have high processing fees of transactions (Ali et al., 2017)

	Opportunities
	Threat

	· Adding an option for digital currency since more and more companies are researching and adopting it in their payment systems
· Launch domestic payment services in all countries they are operating in
· Add the option of various other payments methods such as Google Pay, Android Pay, Apple Pay and various others
	· Various other payment gateway companies such as Adyen, Braintree and Bluesnap can pose potential competition in the market
· As it is online, it is susceptible to hacks and data loss or theft
· The company can fall behind in competition if they are resistant to change and are not flexible in adopting new technological trends (Bull et al., 2016)



[bookmark: _Toc26814105]PESTLE Analysis
	In order to analyse the impact of political, economic, social, technological, environmental and legal factors, it is important to conduct PESTLE analysis to find out how these factors influence or affect they ways the company is operating.
	Political Factor: This factor determines the role of the government in the country they are operating in (Rastogi and Trivedi, 2016). Since Checkout.com is based in the UK, the laws and rules of the UK must be followed by the company and any changes within the regulations will affect the working of the company. As an example, if the government changes the percentage of tax collected from the various companies, then it would affect Checkoout.com
	Economic Factor: The economic performance of a country can affect the companies in that country in the sense that if the economy is depreciating, it would ask their companies to provide more tax returns and incentives in order to stabilise the economy (Rastogi and Trivedi, 2016). Checkout.com can be affected by economic factor in the sense that if the rate of inflation increases it would have an effect on the pricing of the product they are selling which a connection to online payment gateways for processing payments.
	Social Factor: This factor considers all the social activities in the market and socially that can have an effect on the working of an organisation (Rastogi and Trivedi, 2016). For Checkout.com, since they focus on an online payment system, if they want to expand their software in another country, they should consider the popular local payment method in that country except for cash methods and try to incorporate that method in their payment gateway.
	Technological Factor: This factor is pertinent to the technological innovations made in the world of technology (Rastogi and Trivedi, 2016). It determines how a company can adopt the latest trends and technology in their existing system. In the case of Checkout.com, the company should try to incorporate the method of digital currency payments and if they are planning to install physical machines for their payments in stores, they should add the method of wireless payments or QR payments.
	Legal Factor: Legal factors such as rules and regulations, employment, imports and exports and various other have an effect on the company, in the country they are operating in (Rastogi and Trivedi, 2016). For Checkout.com, since they are operating within the UK, they have to follow various policies of the UK which includes, employment policies, tax policies and various others, in order to have competitive advantage. For competitive advantage, the company can provide benefits to employees that no other or similar company is providing.
	Environmental Factor: Environmental factors include being affected by weather, climate, and location of company etc. or in other sense, the products used by the company that has an effect on the environment (Rastogi and Trivedi, 2016). For Checkout.com, since they have an online business, the factor of environment will have an adverse effect on the company. But the company should consider that their activities do not have an effect on the environment. 

[bookmark: _Toc26814106]Formal and Informal Relationships between Departments and People
	Formal relationships have precise and straightforward authority structure. The procedures, policies, plans, schedules, working systems are mainly pre-defined in the formal relationships between departments and people. Decisions made in the formal relationship are mostly pre-defined and pre-determined (Manuti et al., 2015). There are different features of formal relationship like coordination, delegation, authority which is according to formal organised principles. There are many benefits of the formal relationship like clarity in work and equal division in the work, leads to better communication system and less conflicts between the employees and staff. There is less overlapping between the departments and work which increases the efficiency and leads to better performance. Whereas informal relationship between departments and people have no pre-defined procedures, policies, values. There is less clarity of work and unequal division of work which results in less efficiency, as working culture is not predefined in the informal relationship (Manuti et al., 2015).
[bookmark: _Toc26814107]Organisational Culture, Ethics and Values
	The culture of an organisation can have varying effects on the employees of an organisation. In the case of checkout.com, their organisational culture influences its employees in the sense that some of their policies and methods of motivation are not satisfactory enough for their employees. The factors that affects the motivation of employees is the motivation to reach a specific goal, be able to get promoted within the company, career improvements and many more (Arifin, 2015). The main aim of the company is to provide payment solution to its customers, but one of the issues arise that the company does not have an effective method for communicating with their employees as well as with their clients (Lauren, 2019). Another issue with cultural practices within checkout.com is the fact their regional operators are not supportive of their employees as well as their customer. There have been complaints where help centres are not supportive or that they have extremely high criteria for accepting the demands of the employees as well their clients (Kukreja, 2019).
	Sulkowski (2012) describes that organisational culture is made from the communication methods, social norms, subcultures and various others and it has strong effect on the objectives of the organisation their strategies, tasks, performance, the satisfaction of the employees and other aspects of the organisation (Sherafati, Mohammadi and Ismail, 2015). If the culture of an organisation is strongly and effectively developed, it promotes the strength of the business and consequently if it poorly managed, then creates many road block and hindrances in the way of achieving the objectives of the organisation (Alas and Mousa, 2016). Kraljevic, Primorac and Bunjevac (2013) describes some of the main characteristics of the culture of an organisation. The authors write that organisational culture is a pattern of basic assumptions and beliefs that has been developed by a group of people working in the organisation. Furthermore, the culture within the organisation tries to seek harmony between the orientation of external factors and the integration of internal ones and the cultures are transferred to new employees whenever they join any organisation. Finally, organisational culture defines how its employee feel, think and act.   
	An organisational culture model developed by Daniel R. Denison and William S. Neale describes the four cultural traits of the organisation (Alas and Mousa, 2016). They are:
Involvement: The level of employee involvement in achieving the goals of the organisation and aiding in the process of decision making.
Consistency: The understanding of employees over a system of shared beliefs in the organisation and the methods of prediction when facing an unfamiliar situation.
Adaptability: The level of organisational engagement in responding to the demands of internal customer and external environment
Mission: The number of employee who are able to understand the vision, mission and objectives of the organisation (Alas and Mousa, 2016).  
	Organisational ethos is defined as the underlying character of the organisation which is made up of the practices and beliefs of the organisation. Since it is one of the components of the culture of organisation, the behavioural expectation of individuals within the organisation can be described as collective and enduring sensation that has an effect on the behaviour and the thinking of members of the organisation. Furthermore, these concepts influence the motivation, performance, and level of satisfaction and stress of the employees (Niranjana and Pattanayak, 2005). The authors further describe that in order for the employees to increase or enhance their productivity and efficiency, they need to adopt or be optimistic in their way of working, so that they can create a strong sense of organisational ethos and develop their citizen behaviour.
	 In order for organisations to motivate their employees and achieve the objectives of the organisation, the company must set values so it enables their employees to work on a set standard and principle that they should abide by. The values of an organisation may not necessarily be created voluntarily or consciously, it can also be created through the culture of the organisation, which is being followed by the employees of the organisation. The study of Pedersen, Gwozdz and Hvass (2018) describe that when members of the organisation have the ability to question the norms, beliefs, rules, and regulations of the organisation, it has an effect on the values within the organisation and in some cases breaks the mind-set of sustained business. The authors conducted a survey and the findings of their survey suggests that the values of the organisation has an effect on the following factors within the company; the performance of the business, their business model and their financial performance, are all affected if the values within the organisation is modified (Pedersen, Gwozdz and Hvass, 2018). 
[bookmark: _Toc26814108]Workplace Culture and Sustainability
	Professor Edgar Schein in MIT and a famous personality on Organisational Culture and Leadership defines workplace culture as leaders who are unable to manage the various cultures of the people in their organisation, the culture of people within the organisation will rule or manage them. It is important for leaders to understand various workplace cultures in the organisation (Aktharsha and Priya, 2016). The workplace culture of an organisation is the combined and shared values of the people that have various different assumptions, beliefs, norms and systems and being followed in the organisation (Hosseini, 2014). 
Some of the ways organisation can sustain their workplace culture is as follows:
	Taylor et al., (2018) describes that workplace culture of an organisation should have an effective communication methods that incline the employee to be cooperative with each other and collaborate with each other during work. Organisations should encourage teamwork by introducing different styles of management and leadership so that employees remain motivated in the field of work. Adding the mechanism of feedback will enable employees to measure the performance on the work they are doing and showing positive feedback to employee will further encourage them to complete their work efficiently and effectively. The organisation should make sure to remove the factor biasness and treat every employee equally (Taylor et al., 2018). 
	The company should specify goals and reward system for the employees in the sense that employees should receive bonuses on the task that has been successfully performed and in an efficient way. Organisations should focus on monetary and non-monetary rewards as they are one of the factors that keeps the employees motivated and enhances their performance (Blattner and Walter, 2015). There is a positive relationship between rewards and the motivation of the employee (Ali and Ahmed, 2009). By giving rewards to the employees they can align them with company’s strategic goals that would enable them to gain a competitive advantage in the market.   
	In order to create a positive and sustainable working environment, organisations should value all of their employees and be able to support them in all of their aspects. The interest and demands of the employee must be catered by the company in order for them to sustain the environment of the company and be able to create a platform which allows their employees to have an equal chance to have success within the organisation (Jamshidi et al., 2018).
	Furthermore to create an environment of sustenance of workplace culture, it is important the every organisation has a clear set of goals and objectives that should be achieved and must explain them clearly to their employee so that if the company succeeds in achieving their goals, the employees can gain benefit out of it. Also, it would enable the employees to evaluate their individual performance from the factors that lead the company to success (Blattner and Walter, 2015).  

[bookmark: _Toc26814109]Corporate Social and Environmental Responsibility
	Slack, Corlett and Morris (2015) describe that the concept of Corporate Social Responsibility (CSR) has been widely incorporated within several organisations and that the benefits of CSR within the organisation are as follows: enables the organisation to gain a competitive advantage, allows them to enhance their financial performance and also increases the reputation of the corporation. Furthermore, if employees are considered within CSR, it allows them to increase their productivity, boost their morale, and it also enable the companies to increase their employee retention rate. Kaler (2009) writes that the employees are important stakeholders of the organisation and in the context of corporate social and environmental responsibility, the employees endorse the social activities within the organisation and its policies. 
	McShane and Cunningham (2012) affirms of the fact that employees are the key people of the organisation that incorporate the activities of corporate social and environmental responsibilities in the company and the author further argues that not all employees within the organisation will feel the need to participate in such activities. Furthermore, Rodrigo and Arenas (2008) shed light on the fact that employees must not be considered as homogenous group of stakeholders of the company.
	Baughn, Bodie and McIntosh (2007) in their study describe that the corporate and environmental activities of a firm can be affected by organisational, national, international, and individual actors and agencies. They further write that the theory of institution can be employed to mould the activities of corporate social and environment. The theory of institutions focuses on the factors of politics, economics and social system that enables any company to be legitimate.  
	El Ghoul et al., (2018) write that firms that develop policies that are conforming to corporate social and environmental responsibilities, the economic performance of such companies are boosted as compared to those organisations which do not incorporate such responsibilities. Furthermore, Attig et al., (2013) approves of the fact that companies who incorporate such activities in their company have a higher satisfaction rate of employee and it further allows them to enhance their morale and increase their performance so that the company is able gain a competitive advantage in the market and be able to have higher credit rating.

[bookmark: _Toc26814110]Personal Ethical Standards, Values and Beliefs
	The personal ethical standards, values and beliefs of an organisation is pertinent to its employees, in the sense that in which ethical manner are they performing their duties and whether these duties or activities is upholding the values and beliefs of the organisation and its culture. Although, the concept of ethics must be incorporated within the whole organisation, it is important to note that organisational leaders are the ones who must establish and ensure that every employee in the company is performing their work in an ethical manner and that they are able to follow the values and beliefs of the organisation and its culture. Walumbwa et al., (2011) describes that ethical leadership is a concept that must be known to every leader and is not just another method of practicing leadership in order to lead the team. 
	Furthermore, Brown, Treviño and Harrison (2005) describes or defines an ethical leader that is considerate, can be trusted by their team members, has the morale and courage to ensure justice with every employee of the company and ensure that employees under their jurisdiction are performing in an ethical manner. The author further adds on that an ethical leader must uphold the values and beliefs of employees as well as the organisation so that both of them work in conjunction with each other and are able to satisfy the objectives of the organisation and the needs of the employees.  
	Bouckenooghe, Zafar and Raja (2015) describe that in order to maintain a positive workplace culture and enhance the performance of the employees which further improves the efficiency of the organisation, it is important for leaders to establish ethical standards, values and beliefs among their employees in order for them to achieve the objectives of the organisation. Also, Mayer et al., (2012) showed that if a leader is able to manifest their moral identity, it would enable the team members of the leader improve their performance and influence their behaviours in a positive way so that workplace culture has a positive environment and the efficiency within the organisation is achieved.
[bookmark: _Toc26814111]Communication Channels for Sharing Information and Building Relationship
	Various organisations are now employing the use of different online communication platforms to communicate important information among their stakeholders in order to achieve the objectives of the organisation and be able to build positive relationship among them (Rybalko and Seltzer, 2010). The use of online communication tools to engage with their stakeholders or employees enable the organisation to effectively communicate various details with them and start conversations. This method of communication with stakeholders and employees enables the organisation to provide detailed information on the working of an organisation and further promotes the factor of transparency and openness and build positive and cooperative relationships between them (Shin, Pang and Kim, 2015). 
	Walter and Lemanski (2011) write that while it is important for many organisation to communicate information among their stakeholders, it is equally important for them build relationships with them through openness and transparency in order for them to achieve a positive attitude in workplace culture and increase the efficiency of the organisation. De Bussy (2010) explains that for organisation to build positive relationships with their employees and other stakeholders through the use of online or any other communication channel they must; (1) consider the opinions of their employees, (2) have positive view or mind-set when communicating with their employees, (3) be open to change their methods of practice for better efficiency within the organisation. Furthermore, Men (2015) online communication channels employed by organisations allows them to have a two-way communication which is interactive and can be conducted at the comfort of the each individual and allows the concerned leaders of the organisation to establish a positive relationship among their employees, be able to share information and create an efficient workplace culture.      
[bookmark: _Toc26814112]Barriers to Effective Functioning in the Organisation and Recommendation
	There are numerous factors that can come into play to determine the barriers that hinders the effective functioning in the organisation, some of them can be; the satisfaction of employees, performance of employees, language barrier that hinders communication between employees and various others.

[bookmark: _Toc26814113]Language barrier
	Language plays an important role in an organisation in the sense that it allows for the effective communication of ideas, practices, suggestions, tasks and objectives of the company to employees of the organisation. The factor of language can either facilitate or become a barriers while communicating with members of the organisation. Language barrier arises when there are employees who speak a different language and are not proficient enough in the language being employed in the organisation for communication. In a multi-cultural workplace there can be many employees whose native language might be different from the one being employed in the company (Harzing, Köster and Magner, 2011). Furthermore, communicating in language other than the one being used in the organisation can lead to issues of trust and can therefore affect the transfer of knowledge, objectives, coordination and affect the processes of decision making (Tenzer, Pudelko and Harzing, 2014).
 
[bookmark: _Toc26814114]Satisfaction of Employees  
	There can be a number of factors that can contribute to the satisfaction of employees, but there are more factors that contribute to the dissatisfaction of employees, some of which includes; downsizing, restructuring, privatisation of companies and various other factors (Aslam et al., 2016).  Due to such changes in the organisation, the employees develop a sense of job insecurity, dissatisfaction and decrease their overall performance in the organisation. Furthermore, the satisfaction of employees is further decreased when the organisation is unable or does not meet the demands of the employees and only focuses on the fulfilling the objectives of the company (Aslam et al., 2017). 

[bookmark: _Toc26814115]Performance of Employees
	Motivation is one of the factors that can affect the performance of employees, thereby creating a barrier to effective functioning in the organisation. Employees can get demotivated in their field of work when organisations fail to meet the desires or needs of the employees, the organisation fails to reward their employees based on their performance, and the when the organisations fail meet the expectations of the employees in workplace (Sandhu et al., 2017).  Furthermore, Mangkunegara and Waris (2015) write that the performance of the employee is further decreased if they are not provided enough training for the job role they are selected, or when insufficient training is provided when a new software or technology is introduced within the company.

[bookmark: _Toc26814116]Recommendations
	Below are some of the recommendation provided to mitigate the barriers to effective functioning in the organisation:
· The organisation can ensure to hire employees that are proficient in more than one language, or proficient in the language being employed by the company. As an example, if English is the employed language in the organisation, then human resource department should hire individuals who are proficient in English
· The organisation can make sure to cater to demands of the employees in order to keep them satisfied so that they can aid the organisation in achieving the goals and objectives.
· The organisation can enhance the performance of their employees by providing them necessary training related to their field and also providing training when a new technology is adopted by the organisation.

[bookmark: _Toc26814117]Conclusion
	In conclusion to this essay, culture within the workplace was discussed and how it effects the efficiency of the organisation. In order to have an efficient working environment in the organisation, it is important to maintain the organisational culture that has been developed by multi-cultural employees working within the organisation. Organisational culture are the norms, beliefs and values of the employees which they follow in order for them to maintain an effective performance within the organisation and motivate themselves. Furthermore, in order to sustain a positive working environment within the company, it is important that they value all of their employees and treat them equally regardless of what background they come from. The company should follow or create policies that incorporate the corporate social and environmental responsibility, so that their employees are satisfied and the organisation is able to increase their efficiency and meet their goals and objectives. It is also important for the leaders of the organisation to maintain an ethical way of business and uphold the values and beliefs of both the company and the employee to increase efficiency within the organisation. An open online communication channel should be adopted by the company in order for them to engage with their stakeholders or employees for effective communication of various details and promote the factor of transparency and openness and build positive and cooperative relationships with them. Finally, the organisation should take note of the barriers that can hinder the effective functioning of the organisation. These barriers can include a number of factors, some of them can be; language barrier where the non-native speakers have trouble understanding the native language of the organisation, the satisfaction of employees is important since they are the ones that will aid the company in achieving goals and objectives and at the same time the company needs to cater the demands of the employees so that they are motivated and thereby promote an efficient work culture in the organisation. 
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