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When I was working at Destination Madison, I made observations and realized that the organization had a major issue with its culture. This problem affected it in many ways and often led to poor performance of the organization.
[bookmark: _GoBack]Among the organization, culture issues were that it never had a list of core values, goals, and even objectives.  Since these are the major driving force of an organization, not having them meant that the organization was being run without direction. Leaders and even employees did not have a driving force, and thus unwanted subcultures formed within the organization, undermining its success greatly. Also, there was a lot of bullying within the organization. The managers often bullied other employees who were at a lower level than them. They would make them run errands that were not within their duties, and when anyone would complain, they would be laid off immediately. Further, the managers often made rules but never adhered to them themselves. As a result, even the employees followed suit and thus, the organization had rules that no one ever followed. The consequence of this was that authority was fallen, and there was a clear division between leaders and employees.
Besides, the organization often encouraged unfriendly competition among employees. As much as competition is usually good for an organization's performance, encouraging it among workmates can greatly affect the performance of an organization. When employees compete, they develop animosity and forget that they should work towards a common goal. As employees often competed with each other, the output of the organization was affected. Additionally, the employees were often very lazy and absent or late for work. One major thing that encouraged this was that the leaders and even the senior managers would often miss work or come very late and leave early. As a result, there was rarely anyone who would monitor the employee’s attendance and work, and thus they would often be either absent or late for work. 
Another bad culture that the organization had was that lower employees were often treated badly and made to work under bad conditions. First of all, they were often made to work for very long hours and rarely given breaks in between. Also, they would be made to come to work even over the weekends and during holidays. The result of this was that the employees were often very tired and they hated their work. Being expected to work nonstop was ridiculous. It even made the employees hate their managers. They felt that the leadership only focused on making profits and not on their contribution to the culture or individual obligation to the institute. Also, many employees would resign since putting up with the pressure was very hard for them. In addition, the organization only focused on rewarding the senior employees while refusing to acknowledge and reward the work of the lower employees. 
Often, the leaders and managers would be given salary rises and various benefits while the other employees would be ignored and given nothing for their hard work. Even the health and pension plans that were available were only for senior employees. Consequently, the lower employees felt unappreciated and undervalued. They would not put in the required efforts while executing duties since they saw no need as no one ever valued their work. Also, this act led to an unfriendly working environment as a lot of hatred developed between the leaders and the employees.
Another major problem with the organization culture was that they never included all employees in decision making. When making decisions, the senior employees would sit together and develop decisions that they thought would be good for the organization without consulting the other employees. After coming up with the decisions, they implement them whether or not the other employees agreed with them. As a result, the other employees never felt a part of the organization since the decisions were forcefully enforced. Further, there was always a poor flow of information among managers and even employees. Thus, the productivity of the organization was stifled, and there was always a bad working environment. Finally, the organization had a high rate of turnovers. Employees were usually laid off over very slight mistakes.
 Thus other employees would resign, and getting new employees was always a problem since job seekers always had questions about why most people were resigning from the company. After some time, there was a high labour shortage, making it very difficult to continue running the organization; thus, it almost collapsed. When the owner and managers of the organization saw that it was facing a threat of collapsing, they set out to determine what the problem was to make corrections where necessary.
To determine the problems that were within the organization, the senior managers started by interviewing every employee within the organization so that they could give their opinions on what they thought the problem would be and even give suggestions for possible solutions. After speaking to everyone and noting down all the raised issues, they went for a meeting and analyzed all of them. They concluded that all these problems came as a result of poor organizational culture. They thus set out to make various corrections on the organizational culture to start running the way it should be.
To begin with, they drafted and published a list of core values, goals and objectives of the organization. Doing so gave the management and even the employees a sense of direction and elicited a positive attitude and conduct, building a unified company culture. Also, anytime a new employee is hired, they would learn the core values and objectives and thus work towards achieving them. To deal with bullying, all the leaders were invited for a leadership talk, and they were taught the importance of serving others as leaders and leading by example. They were told that for other employees to follow the rules, they should be the ones to adhere to the first strictly, and the rest would follow. After the talk, all the leaders changed, and this fostered an open culture based on equality. Consequently, other employees started following all the laid rules, thus improving the organization's performance.
Also, a set of rules on firing employees were drafted. These rules dictated the circumstances under which an employee would be laid off, and thus it helped reduce the rate of turnovers. Thus, the problem with inadequate labour force was dealt with hence ensuring the proper running of the company. Besides, to reduce the unhealthy competition between employees, the organization decided to reduce its value on performance and taught the employees the advantages of working as a team. Once the expectations were reduced, employees did not have too much pressure about their performance. Thus, instead of competing, they started working together towards a common good for the organization. Having teamwork greatly improved the organization's performance since when people work together, many brains are put at work, and they can exchange ideas, thus bringing out quality output.
Further, to increase employee productivity, the organization decided that every worker would be awarded for work well done, and there will be equality in giving out of awards. Employees would be given gift cards, vouchers, salary raises, and prizes centred on wellness, among many others, whenever they performed well. Besides, health and pension plans were made available to all employees and not only senior managers. Additionally, a platform was created where employees would congratulate and thank their colleagues for work well done. This motivated the employees to work harder as they are awarded whenever they perform exceptionally. Also, to avoid unnecessary overworking of employees, managers reassessed the workload and hired some more employees. Work was divided equally among everyone so that they would not be burdensome workers while others did nothing. This reduced the workload and gave employees more breaks to not work unnecessarily for long hours and during holidays and weekends. Employees would also be given an extra day off.  As a result, their productivity improved greatly.
Additionally, to deal with laziness and absenteeism, a system of signing in and out was created; thus, the managers would monitor both senior and minor employees attendance and work and take necessary action where needed. Senior employees were required to report earlier and leave later than the other employees. As a result, the other employees reduced their absenteeism rate and started reporting earlier to work as they learn from their leaders. Finally, it was decided that before making any major decisions, every employee within the organization would be consulted first so that everyone would feel a part of the organization and adhere willingly to all the setup rules. When workers do things willingly, they do it well rather than when they are forced. Also, the communication channels were corrected to ensure instructions reach everyone within the organization.
In my opinion, all the legislations that were employed to correct the organization's culture were ethical, fair and responsible for every participant. They ensured a better working relationship and environment for everyone, which would lead to better output that would favour every participant within the organization.   





