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Introduction

$V :DUUHQ %X*HW RQFH VDLG LW LV FXOWXUH UDWKHU WKDQC
GHWHUPLQHVY KRZ DQ RUJDQLVDWLRQ EHKDYHV 1HYHU KDV W
DSSDUHQW WKDQ LQ WKH SDVW \HDU ZKHQ WKH SDQGHPLF FF
WR PDNH GL]FXOW GHFLVLRQV TXLFNO\ RIWHQ LQYROYLQJ U
WKHLU RSHUDWLRQV +RZ WKLV ZDV GRQH KDV EHHQ XQGHU I
6DLQWY DQG VLQQHUV KLW WKH KHDGOLQHYV DV FRPPHQWDW

EHKDYHG HWKLFDOO\ DQG FRQGHPQHG WKRVH ZKR GLG QRW

Those with strong, ethical
cultures, already accustomed
to making decisions based on
values and a desire to do the
right thing, will have found

this easier, and, as such, are
likely to reap rewards once

a more normal situation
emerges. However, those with
weaker ethical cultures may
have resorted to unethical
behaviour leading to possible
reputational damage, poor
employee morale and a loss of
stakeholder trust.

Culture sets businesses apart However, the results of our

E\ LQ5XHQFLQJ GHFL VatedRt@urvey on employee
making that can make or perceptions of workplace
EUHDN UHSXWDW LR Q ‘ulturé, tendadied dikty the
coverage for poor corporate pandemic, shows the opposite.
behaviour, such as sacking

workers for raising concerns \
about safety; failing to pay 4QGLQJV DQDONVLQJ KRZ Z

WKRVH RQ JHUR KRXUVTHFRIWUWERRW!I WKH GL-HL

fraudulently claiming against aspects ofwarkplace Gultire

government support schemes has changed since our last
and paying dividends while E[p0 2InE) e TCirE
seeking a government loan, behind this. &

would lead many to conclude

that business ethics have

deteriorated during the

pandemic.

This report examines those




Ethical culture survey:
methodology and analysis

Culture is often perceived as an intangible asset that is hard to assess. Using its 20 years of

experience in evaluating business behaviour, GoodCorporation has been able to identify

the key drivers that determine ethical behaviour and should underpin the culture of any

organisation. These drivers can be evaluated both qualitatively and quantitatively to provide

a tangible measurement of organisational culture that goes beyond tick-box reporting and

VDWLV4HYV 8. UHSRUWLQJ UHTXLUHPHQWY RQ FRUSRUDWH FXOWXUH

To understand how UK workers feel about the Two thousand employees across all levels of

ethical culture in their place of work and create a seniority and from a representative sample of the

benchmark against which organisational culture British workforce were surveyed.

can be measured, GoodCorporation has now

conducted two nationwide surveys of UK workplace The questions covered a range of issues linked

FXOWXUH 7KH 4UVW FRQGXFWHG LQthe treabn@r®ofSiéakenlders Hased on

LQ IRXQG WKDW WKUHH 4IWKV RRREERHYIGSR WDKNRRDRIE W GULYHUV DQG L (
their organisation had a strong ethical culture and ethical corporate culture. All were answered using a

were proud to tell people who they worked for. 4YH SRLQW VFDOH 7KH DQDO\VLVY EHORZ I
The second, conducted last year, reveals an overall two positive responses (strongly agree and agree)

improvement in perceptions of culture in all the key and contrasts them with the two negative responses

indicators bar one, which remained static. (strongly disagree and disagree), to create a net score.

Once again, we have calculateda QHW HWKLFDO

FXOWXUH VFRUH 1(& IRU 8. EXVLQ OH i
With a net agree score of +65 and a net disagree ' 53
VFRUH RI ZH UHDFK D QHW HWKLFD HVFRUIN%I\'

XS VLIQL4A4FDQWO\ IURP

2020 I1HW HWKLFDO FXOWXUH VFRUH SHU JURXS

Whole population

Furloughed workers

I N R
e o I A S B

Men

Women

Younger workers (18-34)
Older worker (+55)
Large company (+5,000)

Small company (10-50)

Public sector

Private sector
1RW IRU SU
Blue-collar
White-collar
Non-BAME *
BAME

*BAME (Black, Asian & minority ethnic)




...almost two thirds
of UK workers  now agree
that their organisation has

C > i E l’:l $ E p a strong ethical culture.. .

-Q WKH 8. HPSOR\HH SHUFHSWLRQ RI ZRUNSODFH FXOWXUH KI
Not only is there a notable increase in the NEC score, every indicator bar one (handling

complaints) recorded an improvement in perception with the result that almost two thirds

RI 8. ZRUNHUYV QRZ DJUHH WKDW WKHLU RUJDQLVDWLRQ KI
IURP WKUHH 4IWKV LQ 7KLV VXJIJHVWYVY WKDW WKHUH KDV E
perception of business ethics during the pandemic, despite the negative press stories that

might suggest otherwise.

There is, however, a seniority We have also seen a marked suppliers are all treated well.
gap, with senior managers and shift in the perception of How an organisation treats its
above tending to have far more workers in larger organisations stakeholders is a real indication
positive perceptions of the HPSOR\HHV —-Q R ¥flduluttysd/this consistent
FXOWXUH LQGLFDWRUYV stne) @war Workets iQlRge improvement in employees’
PDQDJHULDO FRXQWH U SDanikationsagdred with our perceptions is welcome.
skilled and unskilled workers in ethical culture statements than Moving forward, organisations
particular have the most negative the average for almost every looking to embed strong
impressions of our culture indicator, and noticeably, less ethical cultures must avoid any
indicators. than their colleagues in small backsliding to ensure this positive
RUJDQLVDWLRQV |HZH WewdpibOis maintained and
workers). This situation has improved.

almost completely reversed.
2XU ODWHVW 4QGLQJV VHereZrdyomaver, some

perceptions of workers in large causes for concern. While trust
..only organisations are equal to or in managers to do the right thing
of workers believe their _D E RYH WKH _D YHUDJH L (as II’TRJTO\XNd@FId more workers
indicators and are higher than the agree that senior management
managers would not bend perceptions of workers in smaller really believe in doing the right
the rules  to geta job done. FRPSDQLHV LQ DOO EXWWKIL@QGLFDWRUVXV LQ
the survey still found that only
One possible reason for this RI ZRUNHUV EHOLHYH WKHL
is that employees in larger managers would not bend the

RUJDQLVDWLRQV KDYH Rl dgeVa\eiHdene.
from the relative stability and

security of being in larger We also found that BAME workers
This was the case in our previous 4UPV GXULQJ WKH SDQ GittFRal EEss likely to feel they are
survey but has been exacerbated while employees working in treated with respect than those
by the pandemic with many such VPDOOHU 4UPV KDYH |H foow BAtRi) Buropean or other
ZRUNHUV 4QGLQJ WKHPWXORHN RBHOWK H-W ZL O Owliitel badRgsdrintisy Di@s\eppears
front line or subject to working WR NHHS WKHVH 4QG L Qat\bddsQuiHHe perceived
conditions that many considered review to see whether this is a commitment of companies to
XQVDIH —-QGHHG WKH Ipeemangmshif in Rtijcal culture create a diverse and inclusive
EOXH FROODU ZRUN H U Vvp&geptionbgtwepnjarge and workplace.
ORZHU WKDQ WKDW RI \@RaH ergansrtions -pr one driven
collar counterparts at +56. Such a by the substantial changes in
sizeable gap in culture perception working practices caused by
suggests there is more work to &29-"
be done to embed good practices ] o
throughout organisations. Looking more widely at how Black, Asian & minority
an organisation treats its ethnic workers are far
stakeholders produced some less likely to feel they
HQFRXUDJLQJ 4QGLQJV ZLWK.D .
VWDWLVWLFEDOO\ VLJIQLA4FD GWI sy B0sst
in the number of workers than those from Biritish,
agreeing that customers, European or other white

clients, contractors and backgrounds



Senior managers believe The organisation takes my
in doing the right thing in training and development

the way we operate needs seriously

Managers would not bend the | can grow and develop
rules to get a job done within my organisation
Workers think their Workers agree that health
organisation believes treating and wellbeing are taken
people fairly is as seriously by their organisation

LPSRUWDQW L JR4AW

Workers are more likely to
feel appreciated for the work

they do
Workers feel their '&EQ4I(3E?‘F:_|dW:§DW FRQFHW
organisation values opinions raised would be fairly dea L

and seeks the views of others with has improved

6WDe |[HHO PRUH SURWHFWHG LI
they raise concerns than

reviousl
of white-collar white British/ P y
workers European/other white
of blue-collar BAME workers

workers *pp = percentage points



Improvement in perceptions of workplace
culture and tone from the top

$OPRVW WZR WKLUGV RI 8. ZRUNHUV WKLQN WKHLU RUJDQLVDWLR
FXOWXUH XS IURP WKUHH 4IWKV LQ DQG DUH SURXG WR WHOO
for, a small increase of two percentage points on the previous report.

WORKPLACE CULTURE AND TONE FROM THE TOP

I am proud to tell
people | work for my
organisation

| trust my
manager to do the
right thing at work

Overall | think my

organisation has a
strong ethical culture

- QWHUHVWLQJO\ LW LVIRRAWUNMUSULVLQJIO\ SH UHole&dt, while fewer people
LQ PHGLXP VLIHG WR ODVMKHUH LV D PDUNHG G LbdldvdtieiF mahaQer would

organisations who are more perception between those on bend the rules to get a job done
likely to think their company furlough and those still working GRZQ IURP WR LW LV V
has a strong ethical culture than normal hours, particularly when D FRQFHUQ WKDW RQO\ R ¢
those in smaller organisations it comes to feeling proud of the workers think their managers
LQ ODUJH RUJDQL YV Dorgarisativn for which they work. would not bend the rules in this
in smaller organisations and For those working normal hours way, with many sitting on the
LQ FRPSDQLHV ZLWK IHOW SURXG RI WKHLféghceODFH RI
HPSOR\HHV 7KLV LYXRWRDIFMRSDUHG WR MXVW IRU
FKDQJH IURP Z K H U H thogelofarlough. This is evident 7KH QRW IRU SUR4W DQG SXEC
companies outperformed their throughout the survey with sectors are considered most
larger counterparts on almost furloughed workers feeling less WUXVWZRUWK\ LQ WKLV UHJD
HYHU\ LOQGLFDWRU 7K H pddielakpdivtheir organisations DQG UHVSHFWLYHO\ WUXVW
in this survey suggest that LQ WZR WKLUGV RI WK HmanabevswoldR Qeight thing),
situation has been reversed, with FRQ4UPLQJ WKDW WKH wRicDOsktatisRchally better than
some improvement in worker the pandemic on our working in the private sector where only
perception in larger organisations OLYHV KDV LQ5XHQFHG ZRWNUKWW PDQDJHUV LQ WKLYV
for almost every key ethical perceptions about workplace -W zZzDV DOVR LQWHUHVWLQJ V
culture indicator. culture. This is borne out by the WKDW RI WKRVH ZRUNLQJ I
1(& VFRUH IRU IXUOR XJKdme trs@tlizir manager to

This is particularly true when it QRQ IXUORXJKHG ZRUN Hdtke right Wikg, WHicHl is a
comes to feeling proud of your 1(& IRU IXUORXJKHG ZRWMHDUWLBWLFDOO\ VLIQL4FDQW
SODFH RI ZRUN -Q RRPSDUHG WR I R Ufr@Rtlipse working largely from
those in smaller organisations IXUORXJKHG VWDe- WKH ZRUNSODFH ZKHUH RQO\

ZLWK IHZHU WKDQ HPSOR\HHYV have the same levels of trust.
IHOW SURXG IDOOLQJ WR) DQMQRUIDQLVDWLRQ Abav, thi¢g sidwQthd&itdpact of
whereas the number feeling management that sets the tone, the pandemic on perceptions
proud to say who they work for S0 it is encouraging to see that of workplace culture as many of
has risen by ten percentage points there is more trust in managers those required to attend their

LQ ODUJHU RUJDQLVDWMRR)BGRRWKH ULJKW WKL @lace of wbrid félthdinerable and,
HPSOR\HHV IURP WRYHUVXV DJUHH LQ as sucW may have more negative
also felt that they are less likely to impressions of management.
bend the rules to get things done
than was the case in the previous
survey.



Doing the right thing

A strong, ethical culture can only be driven from the top of the organisation. Any

business seeking to embed a strong ethical culture needs to ensure that senior

management are the leading advocates. Our survey found that faith in senior

PDQDJHPHQW WR IROORZ WKH ULJKW SDWK KDV LPSURYHG ZLWK
VHQLRU PDQDJHPHQW UHDOO\ EHOLHYH LQ GRLQJ WKH ULJKW WKL

DOING THE RIGHT THING

| am expected and |
feel supported to do the right
thing at work

Our organisation is
setting an example for others
in the way we conduct business

We have clear guidance on
what is expected of us in terms
of good ethical behaviour

This improvement was particularly Setting the right standards of

marked in large organisations behaviour begins internally.

where the number of workers Organisations with strong ethical

agreeing that senior management FXOWXUHY KDYH FOHDU DQG ZHOO
really believe in doing the right communicated management

WKLQJ URVH IURP W Rexpectations or codes of conduct

‘H DOVR IRXQG WKDW  whih make the required

workers feel their organisation standards of behaviour explicit.

H[HPSOL4HV JRRG FRUSRWDIWHWKHUHIRUH ZHOFRPH WR VHH
FRQGXFW FRPSDUHG WRWKDWZR RI ZRUNHUV IHHO WKH\

\HDUV DJR 7RS SHUIRU PRaddkcléabddidance on what is Positive perceptions are higher
are medium to large organisations expected in terms of doing the LQ WKH SXEOLF DQG QRW IRU
HPSOR\HHYV FRREDKWGWKLQJ XS IURP SUR4W VHFWRUV DQG
WR VPDOO RUJDQLVDWLRQV UHVSHFWLYHO\ YHUVXV LQ
HPSOR\HHV ZKHUH M XMWy¥in, thisks a particularly strong private sector. This improvement
workers feel their organisations area for larger organisations in support to do the right
led by example. ZKHUH RI ZRUNHUV ITHHKOLQJ LV UH5HFWHG LQ WKH .
that expectations of conduct GoodCorporation is doing. Over
DUH H[SOLFLW YHUVXV R&past two yeaps, we have seen
smaller organisations. This is a substantial increase in demand
also higher in the public and for both code of conduct reviews

QRW IRU SUR4W VHFWRUWDWQG HIWE&GFV WUDLQLQJ '"HYH(
UHVSHFWLYHO\ W K D @owdadddesdfl covidbiat/thiat sets

VHFWRU out management expectations

of workers feel their of behaviour very clearly and

organisation is following good An ethical company culture rolling this out through an

corporate conduct @& ZLOO DOVR HQV)_(UH WKD%WH\F\WDYPH)UFIFRPSDQ\ ZLGH WUD
supported to do the right thing. programme are the building
This is an area that has improved EORFNV IRU VXSSRUWLQJ VWD

VLQFH WKH ODVW VXUY Hg rghtwhikg. RI
workers now feeling they would

be supported to do the right thing,

XS IURP SUHYLRXVO\



Fair treatment of employees

How an organisation treats its employees provides strong insight into corporate culture.
Most organisations acknowledge this to a greater or lesser extent, conducting employee
surveys and exit interviews to gauge levels of employee satisfaction.

FAIR TREATMENT OF EMPLOYEES BY BUSINESS SIZE .Agree .Disagree
$00 1
UHV SR QGH Q Wemployees employees employees employees employees employees

While there is clearly value in
employee surveys, it is important
to consider a range of employee
issues when evaluating workplace
culture and the treatment of
stakeholders. These issues include
trust, training, health and safety,
diversity, raising concerns, as
well as the fair treatment of

all stakeholders. Companies
wishing to build and embed an
ethical corporate culture need

to understand the importance

of these issues, conducting
regular monitoring of stakeholder
perceptions so that any problems
can be addressed as and when
they arise.

While the majority of indicators
covered by the survey showed
improvement, a number of
concerns remain in key areas and
sectors of the workforce.

only
of blue-collar workers feel
they are treated with respect ‘

Overall, the majority of UK
workers feel they are treated
ZLWK UHVSHFW

in the previous survey. Workers

LQ ODUJH FRPSDQLHV

employees) are the most likely to
feel respected in the workplace

Similarly, the survey also
found that BAME workers are

XS YVYUBRRL4A4FDQWO\ OHVV OLNHO\ \

DUH WUHDWHG ZLWK UHVSHFW

than those from British/European/

2WKHU :KLWH EDFNJURXQGYV

Here too the pandemic may

ZKLFK UHSUHVHQWWKDY®YH KDG DQ LQ5XHQFH RQ W
DSSUHFLDEOH LQFUH D Vrdsgdd$e®, as mdn@workers from

There is, however, a worrying
disparity in the perceptions

BAME communities are employed
in positions considered to be on

WKH &29-' I[URQWOLQH

RlI ZKLWH FROODU DQG EOXH FROODU

workers when it comes to feeling
UHVSHFWHG 2QO\
workers feel they are respected,
FRPSDUHG WR
collar counterparts. Although
there is some improvement

RI WKHLRS BS+GPEY:> :

EOXH FROODU
BAME workers are

pp :$7
they are treated with respect

DPRQJ EOXH FROODU ZRUNHUV XS ‘

IURP LQ
seen as a cause for concern that

LW VKRXOG EH

> yN

IDU IHZHU EOXH FROODURAR WNHHUA/UMMAQVLPH WKH VXL

respected in the workplace than

asked employees if they felt their

WKHLU ZKLWH FROODU mwBrkpal Wds Sdmohiited to

The pandemic has highlighted the
divide between those who can
work from home and those who

creating a diverse and inclusive
culture. Overall, two thirds
agreed their organisation was

FDQ W HeHFWLYHO\ SO Rdémngtdd\d khis Ydal, However,

unable to work from home at far
greater risk, particularly during
the early days of the pandemic.
This is likely to have contributed
to the low scores for this section
of the workforce.

the response varied considerably
depending on the size of
RUJDQLVDWLRQ 2QO\
small organisations felt their place
of work was committed to this

goal, compared to three quarters

of those in large organisations.

RI Wi



We also see the private sector 'LYHUVLW\ DQG LQFOXVLRQ KDYH EHHQ
ODJJLQJ EHKLQG WKH SohEhe hgenDaFds sairie tWne.
IRU SUR4W VHFWRUV L QVWWIKthare BdvaHbieen oK

...women now hold

M XV W R1 SULYDWH YV HorRaddress geRdarliddusity on a thlrd

believing their organisations boards, with women now holding

are committed to diversity and a third of board positions in the of board positions in the UK’s

LQFOXVLRQ FRPSDUHG WKs top pulilic companies, too top public companies %

WKH SXEOLF VHFWRU D @ény boatd® atidi€d$ gender

QRW IRU SUR4W VHFW R Udivertsity bylppbiling2 @@ale

inclusion are essential to building QRQ H[HFXWLYH GLUH F\8ang buzikdsseslae lge@nning to

a strong workplace culture, it is substitute for creating pathways do this through target setting, but

vital, therefore, to listen to and within organisations that enable there needs to be active change

lean from those who feel their ZRPHQ DQG WKRVH |UR ManagermenHtQost there.

organisation is not committed minority groups to progress Companies should be undertaking

to diversity and inclusion. Any through the management ranks wholesale reviews of recruitment,

organisation in this category and onto the board. considering potential barriers to

should consider how this might be DGYDQFHPHQW R HULQJ FDUF

addressed. More needs to be done to address WKRXJKW WKURXJK HeHFWLYFL
wider diversity and inclusion targeted training, and providing

7TKHVH 4QGLQJV DURXQ®Gs®B.YHUVLW\ mentoring and support.

should be seen as a call to action
for employers.

Value and appreciation

Whether workers feel valued and appreciated are important

indicators of a good and positive corporate culture and here 4€py €EEG I NE +vy N «NI7 Ip
WRR WKHUH LV FRQVLGHUDEOH URRP IRU LPSURYHPHQW -XVW R
workers feel appreciated and that their opinions are valued. still feel

7KLV LV XS IURP ZKHQ D OLWWOH RYHU 619e9a|3plé'c'ia@e¥‘40r%§suHFLDWHG
DQG WKHLU RSLQLRQV YDOXHG 1HYHUWKHOVI\75M¥eyd(I)\{I W XQGHU RQH 4
ZRUNHUYV VWLOO IHHO XQGHU DSSUHFLDWHG IRU WKH ZRUN WKH\

Training and development

From our assessment work, we know that organisations with good, ethical cultures are

VWURQJO\ FRPPLWWHG WR VWDe GHYHORSPHQW 2XU VXUYH\ IRXQG W
IHHO WKH\ FDQ JURZ ZLWKLQ WKHLU RUJDQLVDWLRQ ZLWK D 41Wk
WKLV LV D VXEVWDQWLDO LPSURYHPHQW IURP ZKHUH LW zZDV D
disappointing to see that only a little over half the workforce feel they have opportunities to

grow within their organisations.

TRAINING AND DEVELOPMENT

| feel that | can grow
and develop with this
organisation

The organisation takes my
training and development
needs seriously




IXUORXJKHG ZRUNHUV ZZKHKQ R @O\ DJUHHG DQG
QRQ IXUORXJKHG ZRUNHUVGIIMDQUPHG 3HUFHSWLRQV

they can grow compared to only on whether organisations take
of employees RI WKRVH RQ XU O R Xtdahing and development
feel they can grow within seriously vary depending on the
their organisation ‘ 2QFH DJDLQ WKH 4Q G L GzZe\Wwf byRritsatioix ldnce again
public sector were more positive UHYHUVLQJ WKH 4QGLQJV IUR
than from the private sector, earlier survey.
Younger workers are more likely regarding prospects for growth
to feel they can grow within their YHUVXV 7KH 4QGL@JV SHUFHSWLRQV DERXW
organisations than older workers from the public sector have training were most positive in
YHUVXV EXW WKLEHFRPGIGPRUH SRVLWLYH VEQFFHRUJIJDQLVDWLRQV XQG&H
be expected as young people XS IURP ZKLOVW WKmRSD RURKPY ZKHUH IHOW
naturally have a larger scope for the private sector have changed positive, and most negative
growth ahead of them. very little. LQ ODUJH RUJDQLVDWLRQV
HPSOR\HHV ZKHUH RQO\ ZF
There is also a substantial Just over half of those surveyed SRVLWLYH 7KHVH 4QGLQJV ZF
GLHUHQFH EHWZHHQ WfkdHth¥y.ddZgrfow within their UHYHUVHG LQ ZLWK R
of those in large and small organisation. When it comes to those in large companies happy
FRPSDQLHV LQ LQvYPDQDMUDQG GHYH O REtRtHeD Waining and
RUJDQLVDWLRQV YHUYV Xadree that@eir organisation takes GHYHORSPHQW YHUVXV RQO\
large). And not surprisingly, there their training needs seriously, the smallest companies.

ZDV DOVR D VWDUN GL - DOMIKRXIKR WKGELVDJUHH 7KLV
YLHZV RI IXUORXJKHG DIQVGBDBQRQPSURYHPHQW IURP

Wellbeing and safety

Health, wellbeing and safety should be of paramount

importance for any organisation and never has this been health and wellbeing are

more critical than over the past 12 months. Workers agree taken very seriously by their

that their health and wellbeing are taken very seriously by organisation

WKHLU RUJDQLVDWLRQ ZLWK RQO\ ZKR GLVDJUHHLQJ 7KLV
LV D PDUNHG LPSURYHPHQW IURP ZKHQ RQO\ DIYkHG

DQG GLVDJUHHG SHUKDSV H[SODLQHG E\ HPSOR\HUV JHQHUDOO\
IDOOLQJ LQ OLQH ZLWK JRYHUQPHQW DGYLFH RQ &29-' VDIHW\

HEALTH AND SAFETY

Our safety is taken very
seriously at work

Our health and wellbeing
is taken very seriously by
the organisation

Once again, the public sector However, it is worrying that only

outperforms the private a little over a third of employees

VHFWRU YHUVXV $QEHOLHYH WKDW WKHLU HF
Only interestingly a higher percentage will provide adequate mental
believe that their employer will RI ROGHU ZRUNHUV KHBO WK NKXSSRUW IRU VWDe D
provide adequate mental health health and wellbeing are taken come out of the crisis.

pERANIY NI py@« @p «NIPHIQYY ghan younger workers
KLFK PD\ UH5HFW D IRFXV RI

| H*RUW RQ SURWHFWLQJ ROGHU ZRUNHUV
pandemic @ IURP &29-"

adapt to dealing with the



Manual workers in particular feel therefore, that safety was one

that any mental health needs will of the highest scoring culture

JR XQVXSSRUWHG ZLWK MXVW LQGLFDWRUV ZLWK DJ

feeling that this will be adequate. agree safety is taken very seriously at

This contrasts with middle that safety is taken very work.

management or above where seriously at work (@

RYHU IHHO WKDW PHQWDO KHDOWK 7KLV LV DQ LPSURYHPHQW

support will be at the required LQ +RZHYHU WKH GL¢

level. Women are also less likelyto ~ Workplace safety has long been in perceptions on safety should

IHHO WKDW WKH\ ZLOO uheer thé pbilighXwiEhLntagy W EH QRWHG ZLWK RQO\

mental health support than their changes over the years to ensure collar workers agreeing safety is

PDOH FRXQWHUSDUWYV that tieHMoNfXree is properly WDNHQ VHULRXVO\ FRPSDUHG
IRU PHQ protected, and in particular during for those in clerical, managerial or

WKH SDQGHPLFE -W LV Qdidf naxdg&néntvaled.J

Treatment of stakeholders

With organisations under increasing pressure to account for their impact on all stakeholders,

any assessment of culture should examine how all key stakeholders are treated. The 2020

survey found that appreciably more workers think their organisation believes treating people

IDLUON LV DW OHDVW DV LPSRUWDQW DV SUR4W XS WR IURP

TREATMENT OF STAKEHOLDERS

We treat customers well

Customer/client
satisfaction is at least as
LPSRUWDQW O

We value our contractors
and suppliers and treat
them well

The organisation cares
about its impact on the
community and environment

For the organisation,
treating people fairly is at —
OHDVW DV LPSRUWEER=

There have also been notable -QGHHG WKH KLJKHVW VFRUL
improvements in how culture indicator relates to the
. . organisations are perceived WUHDWPHQW RI FXVWRPHUV .
think their . . . L
o _ _ to treat customers, clients, agreeing that their organisation
organisation believes treating contractors and suppliers, with treats customers well. Seventy
people fairly is as important the biggest improvement seen in per cent agree that their
@p hl |\‘y how an organisation values and organisation takes complaints
treats contractors and suppliers, from customers seriously; this
XS IURP DJUHHLQJ L @ unchag&d from the previous

DJUHHLQJ LQ survey.



agree their
organisation cares about its
impact on the community and
environment ‘

~Q UHFHQW \HDUV ZH KWRIEIVHWQDOXH PLQGHG H[HF;

a growing recognition of the
need for businesses to take
account of their impact on all
stakeholders. This was strongly
articulated by the US Business
5RXQGWDEOH LQ
moved away from the notion of
shareholder primacy in favour of

-W LV DOVR HQFRXU D J Laxdmwitnevitidall stakeholders.

more workers agreeing that

their organisation cares about its
impact on the community and
environment in which it operates,
XS IURP

LQ

This improved perception of
stakeholder treatment is in
line with the latest thinking on
corporate conduct.

Last year the British Academy
published its Principles for a
Purposeful Business which called
for a greater partnership between

DJUHHLQJ L Qusinesy®id stakeholders with

an emphasis on the need for
corporate purpose to be aligned

to public interests and societal
goals. As Marc Goedhart and Tim
Koller state in the McKinsey report
The value of value creation “For

Behaviour and concerns

One of the best indicators of a strong ethical culture is

WKH HIWHQW WR ZKLFK VWDe IHHO DEOH WR UDLVH FRQFHUQYV

encouraging, therefore, to see an increase in the number of
workers feeling comfortable about raising an issue of poor or

XQHWKLFDO EHKDYLRXU

XS IURP

LQ

rise in the numbers feeling that concerns would be dealt with

they woul
DQG WKDW VWD+ ZRXO
they rais

WR L

IDLUO\ XS IURP

WR

LI WKH\ UDLVHG D FRQFHUQ XS IURP
that organisations are recognising the need to implement

good speak-up systems.

BEHAVIOUR AND CONCERNS

| would be protected
by the organisation if |
raised a concern

Poor behaviour is
properly dealt with

- IHHO FRQ4G
anything | raised would be
dealt with fairly

Bullying and harassment
are not tolerated in my
workplace

creating value cannot be limited
to simply maximizing today’s
share price. Rather, the evidence
points to a better objective:
maximizing a company’s value to

Z K iHsZharéholders, now and in the

future”.

7KLV LV DOVR UHS5HFWHG LQ V
investment community where the

continued growth in ESG investing

is leading to increased pressure

IURP LQYHVWRUV IRU YHULA4DE
evidence to show how a business

takes account of its impact on

all stakeholder groups and the

mitigation measures employed to

UHGXFH DQ\ DGYHUVH HeHFWYV

-W LV

WR I‘QN py®7«KH:
b

o

e protected if
EH SURWHFWHG
concer

d acaoncern
DOVR VLIQ

(o)

<




This chimes with our recent The improvement in perception

review of whistleblowing best that concerns would be fairly v er workers are
practices which found that GHDOW zZLWK DQG wkpw VBT "2KR
many organisations have raised them would be properly less likely to agree that
UHFHQWO\ RU DUH F XU Lprbteate®is gartdcularly welcome. bullying and harassment
evaluating their whistleblowing Too often in our assessment work are not tolerated &
programmes. Among the we hear from workers who have
changes being made is a move spoken out only to face retaliation
towards softer, more reassuring from their employers, be it open While our survey found that
language in whistleblowing hostility or more subtle forms of more workers feel that such
policies and communications, discrimination. This approach is behaviour is not tolerated in
often moving away from the counterproductive. Organisations their organisations (up from
term whistleblowing altogether that successfully implement an LQ WR LQ Lw
in favour of language such as RSHQ GRRU FXOWXUH Zis@dablé\that oQnbeY Waikers
VSHDN XS UDLVH FRQ kel télgignshiR &hd tustN are less likely to agree with this
guestions’. EHWZHHQ PDQDJHPHQW \DWQEBWWPBIQW WKDQ WKHLL
leading to greater motivation FROOHDJXHYV RI RYHU V
7KLV UH5HFWYV D JURZLQRU VWDe+ ZKR IHHO Y D Qgftdd)GURSKIIBd manual workers
UHFRIJQLWLRQ WKDW H -l$tenéd tg, And isapr@ved risk are the least likely to agree, with
up can provide an invaluable management. RQO\ IHHOLQJ WKDW EXOO\
HDUO\ zDUQLQJ VA\VWHP DOHUWLQJ harassment are not tolerated.
management to actual or Like whistleblowing, bullying and
potential misconduct in time to harassment in the workplace still
prevent a wider scandal. hit the headlines.

Small versus large

$V ZLWK RXU SUHYLRXV VXUYH\ WKHUH ZHUH PDUNHG GL*HUHQFHV LQ
perceptions depending on the size of the organisation. However,

FRQWUDU\ WR WKH 4QGLQJV RI WKH 4UVW UHSRU LV ZRUNHUV LQ
organisations (+1,000 employees) who are more likely to feel 13
WKDW WKHLU FRPSDQ\ KDV D VWURQJ HWKLFDO FX YK PP 7KLV

FRPSDUHV WR RQO\ RI WKRVH LQ VPDOO HQWHUSULVHV EHORZ
HPSOR\HHV 7KLV LV D UHYHUVDO RI WKH SRy LI(:\)’@]\%) ZKHUH
8 BRQJ HWKLFDO

RI VWDes LQ VPDOO RUJDQLVDWLRQV SHUF
FXOWXUH FRPSDUHG WR MXVW LQ RUIJDQLVDWLRQV ZLWK RYHU
employees.

This reversal was replicated in Bullying and harassment showed This has resulted in many
DOPRVW DOO WKH 4Q G Laxfatliny@fand ipBrdegtion organisations, particularly
D UDQJH RI FXOWXUH L QySiz& & wdahisdtior- Phis was those with more resources and
DOPRVW RI WKRV$DIUQVLFXODUO\ HYLGH Qlavgdr Qudgéts-afl tReir disposal,
small organisations felt they could RUJDQLVDWLRQV H P 1@wekving théir practices and
trust their managers to do the ZKHUH Rl ZRUNHUYV EptdeedHr¥sHtG ensure best
ULJKW WKLQJ YHUVXV this wRdldWwd( Ife\fdterated in SUDFWLFH LV EHLQJ IROORZH¢
LQ ODUJH HQWLWLHV %\ IDRYOH®J WR LQ recenDykealdisome companies
of those in large organisations organisations, however, showed have been embarrassed by
had trust in their managers D VWURQJ LPSURYHPH Q&dveidé Mgddlines regarding
FRPSDUHG WR MXVW of viork&nskagréekng this would their internal culture, which has
in smaller enterprises. Fewer QRW EH WROHUDWHG Xl&d bothétdto ensure they do not
people in small organisations LQ 7KLV FRXOG EH DXUHWY XOKH VDPH IDWH 7KLV
would feel protected if raising of the MeToo campaign which has been evident in much of the
D FRQFHUQ LQ WKDQKDY UDLVHG WKH SUR 4 QubrkRve HaxXe®eenldQidg over the
GRZQ WR IURP Z lahtibidtd3dment in the workplace past two years.
substantially more would feel considerably.

SURWHFWHG LQ ODUJH HQWLWLHV LQ
XS IURP LQ WR



The survey also found that more
workers in large organisations

now believe they have the

opportunity to grow and develop
XS IURP WR

this perception has declined in

VPDOO HQWHUSULVHYV Zthap&Endrr@i© Evidence suggests

feeling they can grow and develop
GRZQ IURP

Conclusion

Z K H UMdIDiWis important to note that

:KLOH WKH VXUYH\ 4QGLRUWPIDKRZ WKH H*RUW MXVW
that more workers in large will have been considerable.
organisations feel they and other As such, workers in smaller
stakeholders are being treated organisations may be more likely
to feel vulnerable and less positive
about their employers. However,
workers in larger organisations
that smaller organisations are may feel more protected, secure
likely to be less resilient to the and consequently positive about
QHIJDWLYH LPSDFWV R theélplace of work.

than their larger counterparts.

the survey was conducted during

Corporate culture has been under the spotlight in recent years as businesses have been
forced to address a variety of issues, from bullying and harassment and diversity and
inclusion to human rights abuses and the treatment of whistleblowers.

While it is encouraging to see

an improvement in worker
perception of all the culture
indicators tested in the survey

bar one, which remained static,
there are, we believe, two possible
explanations for this improved
perception.

On the one hand, we know

from our assessment work that
many organisations have been
reviewing their codes of conduct,
ethics training and whistleblowing
provisions, all of which are critical
to embedding a strong and ethical
workplace culture. So clearly

H*RUWYV DUH EHLQJ P D GsdrpisRgDGGUHV V

some of the negative perceptions
around workplace culture, both in
the UK and entities overseas.

As the report states, there is also
growing pressure from investors
for companies to identify and
manage their environmental,
social and governance (ESG)
parameters. Evidence that

H*HFWLYH DQG VXVWDL @D & @édlisposition towards

measures are in place is
increasingly necessary to enable
companies to demonstrate that
any adverse impacts resulting
from their business operations
are being mitigated. Hopefully
organisations that have embarked
upon this route are seeing the

On the other, we know that - QVWHDG LW ZRXOG EH SUXG't
&29-" KDV KDG D VHL \&brisiBer that the pandemic has
impact on our workplaces and contributed to a more positive
the economy as a whole, which perception of the workplace
is sure to be driving some of the among those who remained in
UHVXOWY -Q SDUWLFXAQROOWKIPHFRAONGRYHU WKH SI
be behind the deterioration in
perception of workplace culture As such, organisations should take
LQ VPDOO RUJDQLVDWLERQUVUH-QRMRWARGUHOD[ WKHLU H
DOVR EH LQ5XHQFLQJ Whiteksuseiaanahs svidl ilQrove
of unskilled workers who are, in workplace culture, assuming that
the main, more negative about all is moving in the right direction.
their workplaces now than in While the overall message is more

*LYHQ WKH PHGLD [DpbditiReXtQeve ¥6 still room for
of unsafe workplaces, lack of improvement. The survey does
PPE and failures to implement reveal some important areas that
social distancing, this is far from require attention, suggesting that
more needs to be done to embed
a strong, ethical culture more
We can also see that the need to uniformly.
place some workers on furlough
has had an impact. Those who
remained in work during the
earliest phase of the pandemic
generally felt more positive about
workplace culture than those on
furlough. This could suggest a
strong sense of job appreciation

Reputation is a critical and
valuable asset that organisations
FDQQRW D*RUG WR GDPDJH WI
misconduct. While codes of
conduct and supporting policies
and procedures clearly play a
critical role in setting out what is
expected, it is only by instilling an
ethical culture across all areas of
operation that an organisation
can really be sure its operators
Consequently, it would be will do the right thing and that
unwise to conclude that there reputation will be properly

KDV EHHQ D VLJQL4FDQ @otectedc ODVWLQJ
improvement in workplace culture

over the past two years.

employers for maintaining the
status quo.

EHQH4WV RI LPSURYHG UHODWLRQV

with all stakeholders and will

FROWLQXH WKHLU H*RUWYV
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Ethical culture at work Is workplace culture changing for the better? has been compiled by
GoodCorporation, one of the leading practitioners in assessing and measuring responsible
PDQDJHPHQW SUDFWLFHYVY 7KH SDSHU DQDO\WHV WKH 4QGLQJV IURP RXU VXU

to assess perceptions of how well organisations treated stakeholders at the start of the
Coronavirus outbreak.
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