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Executive Summary
Environmental and ethical issues affect the organization’s culture, performance, and profitability, influencing sustainable development. This report analyses Cancer Research UK's (CRUK) environmental and ethical issues and their impact on efficiency. It uses PESTEL, Porter’s five forces, and Hofstede’s cultural dimensions to inform the macro and microeconomic environment and the CRUK’s organizational culture and determine its effectiveness in productivity and sustainable development. Key findings indicate that CRUK's unfavorable macroeconomic environment includes potential post Brexit challenges such as risking collaboration, limiting access to EU research funding and restricted movement of data and resources, including technology and human capital. The report indicates that these legal and ethical issues can damage the charity's public image, productivity, and sustainability. It also reveals that covid 19 worsened the external environment, affecting the charity's operational efficiency, employee performance, donations, and fundraising events. However, it acknowledges that the charity's revolutionary technology and solid social network ensured its efficacy during and after the pandemic. Furthermore, the report indicates that CRUK’s consumers and suppliers have low bargaining power due to its strong brand identity, customer loyalty, and sourcing from diverse suppliers, ensuring profitability. Moreover, it reveals that CRUK has a low threat of substitute products and new entrants despite stiff competition due to strategic collaboration with partners, NHS trusts, and sophisticated dynamic capabilities, including technology to fight cancer. In addition, the report finds that the charity’s team-based, objective-driven, and decentralized decision-making culture encouraged innovation and employee performance and accounted for its efficiency. It also acknowledges that CRUK’s customer and employee-centricity that focuses on stakeholders' well-being to drive change enhanced its productivity, public image, and sustainable development. Furthermore, it establishes that the charity faces data sharing vs intellectual property (IP) rights and artificial intelligence vs expert decision making ethical dilemmas. Therefore, the report recommends protecting the stakeholders' rights by drafting acceptable terms to protect participants' interests and IP rights. It should also seek justifiable evidence and embrace joint stakeholder decision-making to manage and mitigate automation bias effectively.





How do broader external environmental factors along with COVID-19 and ethical
dilemmas affect organizational culture and its performance
[bookmark: _Toc100074719]

Introduction
Changes in the business environment and ethical issues affect the corporate culture and performance by interfering with operations and service delivery. Cancer Research UK (CRUK) is the world's leading charitable organization that saves lives through funding cancer research and information. The charity evolved from the Imperial cancer research fund dedicated to laboratory work to discover new treatment approaches for cancer in 1902. The organization has increased cancer survival with pioneering discoveries such as radiotherapy and chemotherapy, including drugs such as Melphalan, chlorambucil, and busulfan. According to its modern slavery statement (2020), CRUK has 3823 employees working in its research institutes, offices, shops, and warehouses. The charity’s vision is to provide cancer cure, whereas the ambition is to ensure that 3 in 4 people survive ten or more years by 2034. Therefore, its main objectives are preventing, early diagnosis, treating, and optimizing the effectiveness of cancer treatment through research, fundraising and trading, and engaging stakeholders to achieve its strategic vision. 
 	This report evaluates CRUK’s environmental factors, including Covid 19 and ethical dilemmas affecting organizational culture and performance using PESTEL and Porter's five forces to evaluate macro and microeconomic factors. The Porter five forces will inform the company's competitive advantages, including buyers' and suppliers' bargaining power, new entrants and substitutes' threats, and competitive rivalry (Goyal, 2020). The PESTEL shall act as a framework to underpin CRUK’s political, economic, social, technological, and environmental factors that drive organizational change and performance. In addition, the report shall rely on a formulated questionnaire based on Hofstede’s cultural dimensions to inform CRUK’s workplace culture and its impact on financial and non-financial performance. Consequently, it analyses the workplace culture to determine its efficacy and ethical dilemmas that might impact the organization’s performance, providing ethical reasoning to resolve the issues. 
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PESTEL ANALYSIS
[bookmark: _Toc100074721]
Political 
CRUK’s political change drivers include Brexit transitioning that could affect funding application rights in the EU, especially relinquishing the European research council’s (ERC) grants which the UK ranks first in funding. Therefore, Brexit could hamper collaboration such as data flows and clinical trials (CRUK, 2021), instigate talent loss and halt cancer research (Tsagakis and Papatriantafyllou, 2020). However, CRUK could thrive on the UK government's decision to make it a science superpower through lifesaving charity-funded research and policy recommendations that improves cancer patients' life quality and safeguard scientists to attract national funding (Griffiths, Mitchell and Burnand, 2020). 
[bookmark: _Toc100074722]
Economic
The charity depends on fundraising to fund cancer research. However, according to Tsagakis and Papatriantafyllou (2020), Covid 19 reduced the company’s donations, interfering with innovative research to prevent and cure cancer. The pandemic instigated 25 and 30 per cent annual losses in 2019 and 2020, thus impacting its annual budget. Tsagakis and Papatriantafyllou (2020). However, it revealed that the charity organized marathon events to raise funds for over 200 types of cancer research to overcome the pandemic’s unprecedented economic challenges. In addition, Brexit can negatively affect the CRUK funding capability, exacerbated by the economic recession induced by the pandemic, thus influencing clinical trials, innovative research, and cancer treatment.
[bookmark: _Toc100074723]
Social Environment 
CRUK is the world’s largest charitable organization, with a diverse social network for cancer research. It funds over 4000 researchers, doctors and early academic student research projects in the UK and supports students through fellowships to foster drug discovery and all types of cancer treatments. It also collaborates with and funds five institutes and 15 centers throughout the UK to ensure adequate clinical research and better outcomes for cancer patients. In addition, it extends its social network to Europe by partnering to establish Francis Crick Institute, the largest EU biomedical research institute. Thus, the charity builds relationships with worldwide research partners to pool resources, foster supportive policy development, and ensure lifesaving research promotes cancer cure and prevention. 
[bookmark: _Toc100074724]
Environmental 
The onset of Covid 19 impacted CRUK's sustainable development by causing internal restructuring and influencing the charity’s dynamic ability to maintain operational efficacy and achieve its strategic objectives. For instance, its modern slavery report (2020) indicates that the firm rescheduled the routine training, communication, and advice to its stakeholders, forcing it to defer to 2021-22. In addition, the annual report (2020) reveals that Covid 19 halted 95 per cent of cancer research projects, including the cancer cell-specific virus research that could tackle cancer progression. In addition, the pandemic forced scientists out of the lab and forced the charity to lend its research equipment to support Covid 19 cancer patients, thus reducing lab work.
[bookmark: _Toc100074725]Technological Environment
The cancer research environment requires innovative technologies to prevent, diagnose and treat the disease. Therefore, the firms require advanced technology, including sophisticated labs, to promote drug discoveries. However, CRUK’s relocation of its headquarters to East London enhanced its technological capabilities, such as virtual meetings and remote working, especially during the pandemic (annual report, 2020). It also indicates that the firm has sophisticated technology and is moving towards serverless technology to strengthen data management, fundraising efficiency, and for future-readiness. 
[bookmark: _Toc100074726]Ethical
The charity sources goods and services from local and international suppliers, particularly in the far East, increasing ethical risks, including transparency and modern slavery issues. Therefore, the organization should ensure the manufacturing sites’ ethical compliance by providing up to date supplier ethical data audits verified by independent auditors and producing evidence of zero bonded labor, child or forced labor (modern slavery report, 2020). While these issues, especially lack of transparency and ethical malpractices, impact the charity’s performance in the research sector, they destroy its public image that influences fundraising and sustainable development to reduce cancer mortality continuously.   
[bookmark: _Toc100074727]Legal Issues
	As a research institute, CRUK faces stiff regulations and health research governance from health research approval bodies such as NHS, which safeguards sound practice principles and integrates the National research ethics into research systems. In addition, according to CRUK (2021), despite the post-Brexit UK-EU accessible data protection flow legislation, a significant change in the agreement would impact CRUK's 32 per cent EU member state clinical trials, damaging public trust and creating legal research costs. Overall, the regulations such as free movements of restrictions and data flows can impact the charity’s study set up and clinical trials, thus influencing its charitable cancer mission.
[bookmark: _Toc100074728]

Porter’s Five forces
[bookmark: _Toc100074729]Supplier Bargaining power 
CRUK procures inputs from approximately 1800 suppliers depending on the value of goods and services and the risks involved (modern slavery report, 2020). The report confirms that the charity uses multiple suppliers in creative media, goods for resale, professional services and consultancy, technology, fundraising and events. It also establishes that CRUK has diverse suppliers for research and innovation, warehousing and distribution, human resources, and facility management, ensuring continuous operational support to increase cancer survival in the UK and worldwide. This evidence implies that the charity has a lower supplier power; therefore, it can switch suppliers at reduced or no cost, ensuring sustainable development. 
[bookmark: _Toc100074730]Customer Bargaining power
High consumers’ bargaining power impacts the organization’s profitability and sustainability, especially when buyers can switch brands with little or no cost (Goyal, 2020). This trend has profound survival implications in firms with homogenous products and fixed costs; therefore, organizations should raise the buyers' switching costs to counter the negative influence on productivity. Consequently, CRUK has a stronger brand identity with select consumer values such as transparency, innovation, data protection, and diverse values, making it a first choice of buyers, including donors, researchers, volunteers, and other charities to fight against cancer (Newman, 2018). These operational and service quality dimensions increase the buyers’ switching costs, promoting loyalty and CRUK's sustainability.  
[bookmark: _Toc100074731]The threat of substitute Products 
 The entry of competitors in the market increases the threat of substitute products for consumers, influencing their purchasing behavior towards the firm, thus impacting brand loyalty and performance. However, CRUK works with NHS and NHS trusts across the UK to tackle cancer through innovative research that promotes early screening and diagnosis, prevention and treatment and makes policy recommendations to the UK government (annual report, 2020). Therefore, this evidence implies that the charity has a low threat of substitute products across its Highstreet shops and cancer research services.
[bookmark: _Toc100074732]


Competitive Rivalry

CRUK faces stiff competition for funding from other charities such as the MacMillan Cancer Support and the British heart foundation. In addition, the pandemic has worsened fundraising, forcing organizations to implement other funding strategies to attract donors (Tsagakis and Papatriantafyllou, 2020). Despite facing competition from other charitable cancer research organizations in the UK, CRUK has innovative technologies, putting them ahead of the competition. For instance, by restructuring its headquarters to East London, the organization successfully switched to the new technology, operational efficacy, and reduced costs (Annual report 2020).  

[bookmark: _Toc100074733]The threat of new entrants 

New entrants impact the firm’s productivity by forcing it to reduce its price to remain competitive or risk leaving the market (Goyal, 2020). Changes in the price of goods and services trigger changes in consumer behavior, as consumers switch between brands for lower prices, thus impacting the firm’s profitability. However, according to Newman (2018), CRUK has a strong brand presence, twice its close UK competitor, with diversified income sources including legacies, targeted audience fundraising using its digital capabilities, thus, limiting new entrants' ability to match its dynamic capabilities. 
[bookmark: _Toc100074734]








                            



   Critical Analysis of CRUK’s Workplace culture 

According to its annual report (2020), CRUK is an objective-driven (see appendix V) organization that sets out strategic objectives to influence employees' behavior towards attaining targets. The charity's objectives include preventing, detecting, treating, and optimizing cancer cure, aligning its vision. It also reveals that the firm attracts, hires, develops, and retains employees across its charity, making it a people-centric workplace and the best employer brand in the UK and worldwide. Similarly, Newman (2018) emphasizes that the organization has a comprehensive onboarding program to equip employees with relevant knowledge and behaviors for effective performance. In addition, he reveals that the charity exits employees who fail to align with the business's tight performance standards and rehires employees who previously worked with them to bring skills obtained elsewhere.
Furthermore, the organization’s patient-centered culture ensures collaboration with affected people by using its diverse involvement network to support and share cancer insights and foster participation in leadership events, such as recruitment and co-delivering researchers’ training sessions (annual report 2020). In addition, the CRUK has a collective culture characterized by a diverse workforce that includes 13.6 per cent Black, Asian, minority ethnic (BAME) employees, gender parity in senior positions, multifaith, diverse sexual orientation, and accommodating persons with disabilities (annual report 2020)
Therefore, the charity ensures teamwork among staff, management, patients, and delegates responsibility to create a sense of belonging in the overall success; therefore, it ensures that they understand their responsibility (Newman, 2018). It also fosters collaboration (see appendix, XIII) among departmental and international cooperation across Europe, the UK, and the USA to share research insights and resources to boost cancer research outcomes innovation (annual report, 2020). For instance, CRUK (2021) reveals collaborating with other charities to evaluate and critique the proposed government policies and make joint and consultative recommendations to safeguard medical research. This collaboration ensures pragmatic agreements between EU and UK stakeholders, thus promoting free data flows and continuous study setup, increasing cancer survival.
 In addition, the organization inspires innovation by investing in skills to enhance employees’ capabilities and assigns them the task to innovate by taking risks, trying, and failing, and working in teams (see appendix) to augment innovative research that drives the organization forward (Newman, 2018). Moreover, the company uses a far-reaching fundraising channel to interact with over 16 million supporters through face-to-face events, telephone calls, personalized emails, press releases, and websites to receive feedback and complaints that inform cultural adjustments to remain productive. It also maintains legal and ethical fundraising practices aligning with the regulator and code of fundraising by using trained personnel, ensuring open communication, and protecting the vulnerable. In addition, it conducts regular audits to detect malpractices and incompetency, thus ensuring brand loyalty and public trust, safeguarding the corporate values, and ensuring sustainable development (annual report, 2018). Overall, the organization has whistleblowing, dignity at work, equity, diversity, and inclusion policies that protect staff, volunteers, suppliers, patients, and other strategic partners from modern slavery and forced labor, thus ensuring ethical and legal practices (modern slavery report, 2020). 
[bookmark: _Toc100074735]Workplace culture and efficiency
Strategic performance is a popular management style that boosts performance, ensuring that organizations achieve their goals (George, Walker and Monster, 2019). Therefore, CRUK’s objective-driven culture increases its responsiveness and sustainable development through external and internal environment analysis to inform strategic adjustment of its mission and vision. In addition, the corporate can use its diverse channels to collect feedback, conduct audit, and measure performance for effective planning (George, Walker and Monster, 2019). In addition, the charity’s comprehensive onboarding program ensures its efficiency by satisfying the employees’ psychological needs (autonomy, competence, and relatedness), thus increasing work engagement, commitment, and satisfaction which positively correlates with performance (Forner, Jones, Berry and Eidenfalk, 2020). Therefore, the organization should continuously leverage the self-determination theory to enhance employees’ autonomous motivation, create a sense of belonging, and boost research competencies, thus safeguarding its mission (Forner, Jones, Berry and Eidenfalk, 2020).
 In addition, the organization’s health, and well-being culture CRUK ensures that it eliminates business-related risks, including absenteeism, poor workforce engagement, increased accidents and safety issues that would otherwise impact performance and profitability (Menon, Laverock and Parker, 2020). These risks can damage the charity’s public image and instigate the buyers' bargaining power by losing their competitive advantage. Thus, significantly enhancing the employees’ well-being during Covid 19 and other related crises can eliminate business disruption, promoting sustainable development (Menon, Laverock and Parker, 2020).
Moreover, CRUK's strategic collaboration with related Charities in partners is a driver of business success during the pandemic by aligning with the resource-based theory that ensures constant availability of funds, an effective workforce and technology to boost innovation, particularly in medical research projects among charities (Crick and Crick, 2020). For instance, its collaboration with the British heart foundation and other charitable medical research organizations urged the British government to support charities by setting up a charity partnership fund to develop their dynamic capabilities. This strategy can ensure uninterrupted research during and after the pandemic enhanced sustainable development (Griffiths, Mitchell and Burnand, 2020). In addition, CRUK’s diverse workplace culture that ensures equity and inclusion of different ethnic backgrounds promotes its efficiency by creating an attractive contemporary workplace that strengthens rapid adaptability and adequate resource allocation (Inegbedion et al., 2020). It also creates a pool of problem-solving and innovative skills to execute research plans effectively (Inegbedion et al., 2020). It also improves the firm’s public image and positively influences the employees' perception of marginalization, improving their overall performance. 
Furthermore, CRUK’s workplace diversity principles augment its corporate social responsibility that ensures ethical business practice that safeguards the interests of stakeholders during decision making to build trust and joy of giving within the community, boost employees’ morale, performance, and the charity's efficiency (Eger, Miller and Scarles, 2017). However, the organization should strengthen transparency and rational decision making to eliminate modern slavery and ethical subjectivity that can impact the brand image and instigate loss of its competitive advantage (Eger, Miller and Scarles, 2017). In addition, it should continuously set proportionate regulations that align with the regulatory frameworks by creating a supportive culture in its mission statements, eliminating study risk, empowering the researchers, and ensuring joint decision-making with NHS and research and development offices (RDP). 
[bookmark: _Toc100074736]CRUK’s Ethical Dilemmas 
Ethical dilemmas are tensions in decision-making arising from conflicting interests, including professional and personal values and norms that constrain desired course, compromising care quality, optimized and standardized treatments (Haahr, Norlyk, Martinsen and Dreyer, 2019). CRUK might face numerous ethical dilemmas that could potentially impact its efficiency and productivity as a charitable research organization. Although crowdsourcing creates a large pool of potential financial donors, ideas, and labor source that drives successful research among UK charities, it raises numerous ethical and legal issues that impact the success of science projects, especially data sharing and intellectual property (Lichten et al., 2018).

[bookmark: _Toc100074737]Data sharing vs Intellectual property Rights 
Data sharing is common in science projects involving citizens, requiring organizations to ensure transparent methodologies and share the resulting data through accessible publications. Although regulatory frameworks dictate that researchers should inform the participants about procedures and rules for sharing data, they should also protect the confidentiality of information, especially the project owner's intellectual property rights (Lichten et al., 2018). Therefore, because these projects involve many anonymous participants, it is difficult to protect their integrity, thus risking intellectual property (IP) rights and creating conflicting interests. Therefore, CRUK should ensure clear communication and discussions before and during the project to ensure that participants and other stakeholders agree to drafted terms, thus eliminating IP issues (Lichten et al., 2018). 
In addition, rational decision making will balance non-maleficence (denying participants' legal and ethical rights) and beneficence (actions that benefit participants) to ensure fairness (Haahr, Norlyk, Martinsen and Dreyer, 2019). For instance, according to its annual report (2020), CRUK relies on volunteers to analyze data such as the trailblazer's cancer cell image identification and classification to boost successful cancer research. Therefore, the organization should provide comprehensive benefits and reasonable agreement to safeguard the project's IP rights, mainly when participants use their copyrighted material and solve problems, creating conflicting interests (Lichten et al., 2018).
[bookmark: _Toc100074738]Artificial intelligence (AI) Vs Decision making
Artificial intelligence such as Digital Mammography has evolved as the best instrument promoting accurate cancer detection from 80 to 80.3-80.4 per cent, augmenting rapid and early breast cancer diagnosis. According to Carter et al. (2020), Cancer Research UK, NHS trusts, and universities are developing machine learning technologies to read the mammogram algorithms to match the radiologist's reading accuracy. However, this innovation raises ethical dilemmas, especially when diagnostic clinicians (radiologists) must accept false diagnoses produced by the AI even though it contradicts their expert interpretations of the mammogram algorithms (Carter et al., 2020). This ethical issue compromises their moral and legal responsibility forcing them to take responsibility for decisions they cannot control, mainly due to automation bias by the AI technologies. 
Therefore, radiologists should manage the conflict of interest by resisting automation, seeking justifiable evidence, and initiating the disagreement delegation processes that involve stakeholder consultation to manage and mitigate automation bias (Carter et al., 2020). However, the government should implement appropriate legal regulations and guidelines to restrict AI use to only relevant cancer settings and outline clear professional responsibilities as a reservoir to decision making (CRUK, 2021). Mishandling ethical dilemmas portray poor corporate social responsibility, influencing organizational productivity, damaging the public image and consumer trust, and instigating a competitive advantage loss (Eger, Miller and Scarles, 2017). 
[bookmark: _Toc100074739]Conclusion
Environmental and ethical issues influence organizational culture, interrupting normal operations and performance. This report establishes that CRUK has both challenging and opportunity-enhancing macro and microeconomic environments; therefore, it requires continuous assessment and strategic adjustment of its organizational culture to respond to the pandemic induced business environment. The macroeconomic environments include post Brexit challenges such as risking collaboration, limiting access to EU grants and restricting the free flow of data and resources, including technology and human capital. These legal and ethical implications may damage the charity’s public image and operational efficiency among communities, thus influencing sustainable development. However, despite the negative consequences of covid 19 that worsened the external environment, operational success, employee performance, and fundraising events, CRUK has revolutionary technology and a robust social network that ensures its efficiency during the pandemic.
Conversely, the firm’s consumers and suppliers have a low bargaining power due to CRUK’s strong brand identity and sourcing from diverse suppliers, thus ensuring its profitability. Despite the highly competitive rivalry from other charitable cancer research organizations, CRUK has a low threat of substitute products and new entrants due to its strategic collaboration with NHS trusts and its sophisticated dynamic capabilities to fight cancer. Furthermore, the team-based, objective-driven, and decentralized decision-making culture encourages innovation, and employee performance, accounting for CRUK’s efficiency. In addition, the customer and employee-centric change-driven culture enhances high-quality products and services that satisfy communities by focusing on employees' well-being.
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Appendix
[bookmark: _Toc100074742]Organizational Culture Assessment Checklist 
Developed from (Beugelsdijk and Welzel, 2018; Fietz, Hillmann and Guenther, 2021)
	Organizational Practice 
	Type of culture

	I. The firm encourages and rewards good individual performance
	Individualistic

	II. The organization fosters teamwork
	Collective/team-based

	III. The employees and teams contribute toward decision making 
	Decentralized 

	IV. The firm's leadership makes decisions to monitor and control operations centrally.
	Centralized 

	V. Target and objectives guide workplace behavior 
	Objective-driven

	VI. Employees' behavior is contingent on set rules, policies and procedures 
	Rules-driven

	VII. The organization encourages teams to compete internally to boost efficacy.
	Competitive culture 

	VIII. Encourages team and departmental coordination to better services 
	Cooperation

	IX. The organization emphasizes employees' well-being for improved performance 
	People-centric/employee-centric

	X. The firm emphasizes completing a task to achieve set targets  
	Task-oriented

	XI. The organization promotes trials, errors, and learning from mistakes to boost innovation. 
	Change-driven

	XII. The organization emphasizes accuracy and strict adherence to procedures to eliminate mistakes.
	Traditional/ Bureaucratic 

	XIII. The firm focuses on long-term customer relationships to enhance  
	Customer-centric

	XIV. The firm emphasizes effective product design to produce high-quality products.
	Product centric






                                                  TASK 2 REFLECTIVE ESSAY
           Workplace Culture and its Impact on Organizational Efficiency:
This module was one of the most enlightening experiences that expanded my management skills by understanding an organization, its culture, and its relationship with organizational efficiency. This essay outlines the module’s learning and acquires skills that demonstrate personal responsibility and decision making, especially during employment. Therefore, it uses Kolb’s experiential learning model that emphasizes gaining knowledge by transforming concrete experiences, reflecting, and conceptualizing ideas, and applying them in solving real-world problems to underpin behavioral skill development throughout the module's lectures (Mohd Noor, Ariffin, Darus and Alias, 2020). Experiential learning is a four-stage skill development that includes exposure to concrete experiences, reflective observation, abstract conceptualization, and active experimentation (Chiu, 2019). Similarly, this essay evaluates exposure to lectures, practice exercises and assignments and how they transformed my management skills
The lectures' concrete experience expanded my analytical skills by using theoretical frameworks such as Porter's five forces and PESTEL to evaluate the micro and macro environments, informing responsive management practices to counter the dynamic business environment. According to Subramanian (2017), analytical skills are essential for tackling the changing human relations by integrating people and technical skills to manage change and cultural transformation, workplace diversity, the ever-changing demographics, and righting fundamental processes such as work-life balance. Therefore, I strengthened my problem-solving capability by understanding organizations, organizational structures, culture, and technology using effective knowledge management that aligns with the prevailing business environment, thus influencing organizational efficiency (Abubakar, Elrehail, Alatailat and Elçi, 2019). For instance, evaluating an organization’s broader environment, including the forces shaping its productivity, informs structural, cultural, and workforce adjustments to enhance sustainable development, particularly during crises, thus boosting my resilience in handling business challenges throughout my professional development.   
In addition, the knowledge about centralized and decentralized organizational structures augmented my decision-making, depending on the type of structure to achieve predetermined goals by positively influencing employee commitment, communicating appropriately with stakeholders, and fostering innovation to maintain good performance (Away et al., 2021). I realized that centralization requires total control and understanding of overall business operations by specializing and ensuring consistent strategies to strengthen the firm’s productivity. In contrast, the lecture augmented leadership in decentralized organizational contexts by reinforcing team building, employee skill development, leadership, and enhancing customer and employee relationships and performance (Away et al., 2021). Therefore, these skills shall enhance my integration into various organizational cultures, enhancing my ability to identify and solve real-life organizational challenges, aligning with Kolb’s reflective, abstract conceptualization, and experimentation stages of learning and knowledge application (Mohd Noor, Ariffin, Darus and Alias, 2020).  
Furthermore, the module expanded my ability to establish and sustain an influential organizational culture by involving the workforce using acquired skills such as embracing transparent communication, establishing solid interpersonal relationships, employee-centric leadership, teamwork, and adapting values and mission based on the business environment (Bendak, Shikhli and Abdel-Razek, 2020). However, I learned that as a manager, creating a sense of belonging, loyalty, trust, and involving the workforce in decision making are critical drivers to sustaining an organizational culture by motivating the workforce, enhancing commitment and their overall performance and corporate profitability (Victoria, Olalekan and Evangeline, 2021). For instance, selecting and retaining talent, consistently rewarding them, and conducting comprehensive onboarding will augment future workplace management by ensuring a highly innovative workforce and sustainable corporate culture to maintain financial and non-financial productivity (Priya and Sudhamathi, 2019). 
Moreover, the module reinforced strategic planning skills to manage and implement change and strategies using Mckinsey’s 7S framework (Demir and Kocaoglu, 2019). For example, the acquired planning skills will promote action based dynamic capabilities, ensuring that the organization thrives on identified opportunities, neutralizes threats, restructures its processes and culture, and mobilizes resources to capture the value and sustainable development (Zahra, Petricevic and Luo, 2022). In addition, the lectures provided a theoretical experience that strengthened my ability to overcome Beer’s silent barriers by setting a clear strategy and vision, implementing systemic change guided by stakeholder collaboration, and truthful horizontal communication that aligns with competitive business environments, especially in large and complex organizational structures (Beer, 2021). I also realized that poor business strategies, values and priorities hinder collaboration and successful change management. Thus, as a manager, my primary responsibility is designing appropriate business processes, delegating responsibility, building product and service development teams by empowering the workforce capability, and encouraging consensus decision making to eliminate conflicts and ineffective leadership, ensuring business performance (Beer, 2021). 
 In addition, cross-cultural competency is one of the most critical skills that I learned from the module's concepts, especially Hofstede's cultural dimensions. For instance, by understanding different national and organizational cultures, I can leverage global leadership skills such as self-awareness and cultural intelligence to embrace diversity, effectively solve workplace problems, uphold moral and ethical behaviors, motivate and encourage the workforce to inspire positive community and customer interactions, thus improving performance and profitability (Shankar, 2021). However, I learned that rapid globalization, demographic changes, and technological developments challenge effective leadership, creating ethical and legal issues in workplace relations and the environment, influencing corporate performance and sustainability. Therefore, to overcome this challenge, I learned to establish practical workplace values, beliefs, and business strategies to counter individual differences, and promote accountability, ethical awareness, and collective decision making, thus ensuring operational efficiency and competitive advantages (Grigoropoulos, 2019). Consequently, throughout my career, I will strengthen these cultural competency skills through learning, collaborating, and consulting relevant stakeholders to expand my leadership ability, especially in global business contexts.
Nevertheless, the concrete experiences from the module expanded my leadership competencies to respond to changing and diverse business environments, including globalization, technology, and workplace diversity, by incorporating analytical skills, strategic decision-making and planning, transparent communication, and team building. These skills will ensure effective leadership, workplace performance, and efficiency during the active experimentation stages of Kolb's experiential learning framework. In addition, leveraging creativity, analytical and strategic planning and decision making, and cross-cultural competency will strengthen responsive innovations that can shape corporate culture and organizational structure by integrating requisite processes, resources, and values to enhance workforce performance, organizational productivity, and sustainable competitive advantage, thus boosting my professional and career development. 
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