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Blog 1: Can cultures be managed within organizations?  (794 words) 

Culture is an extremely laborious term to explain. One American anthropologists 

analytically reviewed definitions and its concept making a list of one hundred sixty four 

different explanations (Kroeber and Kluckhohn, 1952). Generally, organizational Culture 

is often related with values within the business and “how things are done around here” 

(Mullins, 2016: 537).  

I was born and raised in the port city or business city of Bangladesh. I come from a 

business background family in Chittagong and they are involved in small to medium size 

diversified businesses (i.e., import-export, local merchandizing, insurance etc.). 

Therefore, being a MBA student concentrating on International Human Resource 

Management, it is essential for me to know how to manage culture in different 

businesses, basically in the insurance industry as I look forward to join an insurance 

company in future. This blog will emphasis on number of assessments in relation to 

challenges faced by an insurance company, by evaluating various models accorded by 

scholars, analyzing challenges and implementation of strategies in respect to managing 

culture. Moreover, ‘‘managing culture’’ not only generates insight on determining the 

problems of the company but creates a room to learn about a group people in an 

organization with different mentality, tasks and work etiquettes. 

 

https://hmohammedmansib.wordpress.com/2017/12/10/first-blog-post/
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Cultural Challenges faced Organizations  

According to Kim and Mauborgne (2005) explored four barriers that a manager faces 

while trying to incorporate culture in an organization. Cognitive approach is to 

understanding of people regarding change in culture and strategy. Another thing is that 

one must consider that resources are limited and work accordingly. Third barrier is the 

motivation so employees would prefer change. Politics is the final element which is 

required to be dealt with. 

 

Challenges faced by Direct Line Group 

In the scenario of Direct Line Group in the financial sector, they lacks core competence, 

competitive advantages, streamline strategies and many more to deal with the 

organizational constraints. Since 2008, Direct Line Group previously received £45 billion 

in state aid and they had to make various changes in there management including 

churn in the hierarchy (Managers.org.uk, 2017). They are facing problems regarding 

organizational structure, economic issues and difficulty in sustaining competitive 

advantage (Barton, 2017). 
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Strategies to manage culture 

Hofstede (1994) argues that culture is a combined arrangement of the mind which 

differentiates the members of one team or category of individual from another, in the 

case of Direct Line Group, large power distance and weak uncertainty avoidance to 

changes that was implemented in the process is a problem, thus issues can be solved 

in future by creating a low power distance and acceptance to change management. 

Whereas, Trompenaars and Hampden-Turner’s (1998) model states about outer 

directed culture that Direct Line Group requires in their operation, specifically in future, 

they are required to analyze external circumstances adequately by blending their 

management operations in it to succeed. Managing culture is not only about dealing 

with diversity but also maintaining the corporate culture. Mintz (2017) cited that 

management guru Warren Bennis once said: “Mangers are leaders who do things right, 

leaders are people who do the right things.” 
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Leader is the person who takes charge for managing culture hence it needs to 

implement several strategies in the process.  Therefore, Paul Robert Geddes CEO of 

Direct Line Group as a leader is successful, in the year 2012 their IPO turned out to be 

huge and most successful in London stock market (Managers.org.uk, 2017). However 

their strategy hasn’t been stable for quite some time, in light to several management 

issues in 2017, they are apprehensive in conducting some changes (Barton, 2017). 

From restructuring of processes, to implementation of a new system, that is being 

considered in Direct Line Group (Direct Line Group Careers, 2017). Moreover by 

contemplating an enhanced corporate culture, their internal management issues can be 

solved by complying with the discussion above. 

To a certain extent, cultures can be managed  

Henceforth, Organizational culture is top priority today because businesses are 

changing more in recent times than ever before. And companies must understand the 

corporate beliefs and enable between decisions and strategy. Owing to Deloitte’s 

recommendation about some legitimate areas are utmost essential (Abbatiello, 2017) - 

aligning business strategy with corporate culture, form connections with management 

levels and evaluate culture control. To cite an example, previously culture in any 

businesses was legit and nowadays it is changing due to modernization which is a 

deficiency element for Direct Line Group. However, theories and models about various 

credible scholars portray similar thoughts of aligning strategy with culture in organization 

and it can be managed. Consequently, in this regard current and future leaders can 

make the most out of it. In favor of Direct Line Group, their management is changing as 

they aim to become number one retail insurance organization in Britain by tailoring their 

corporate culture and strategies. 
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Responses and Interactions for Blog 1: 
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Blog 2: Contemporary Leadership Styles: How relevant are they in today’s 

changing world?  (802 words) 

Leadership theories are very different nowadays, it doesn’t relate to modern day 

practices (Uhl-Bien et al., 2007: 298). Leadership is narrated as connection of individual 

behavior with people (Mullins, 2013:369). Not only in Bangladesh, but also globally the 

leaders are very different in insurance industry; hence the insurance sector is managed 

in a bureaucratic manner. This blog is prepared to underline the diversity and equality 

problem in Asian insurance sector and also in global market space. As an enthusiast 

about the insurance sector internationally, I will discuss about insights combining 

various arguments about leadership theories and its progression in a changing world.  

Modern Issues in leading in a changing world 

It has been more than a decade now that arguments about contemporary leadership 

styles are highlighted and wider researches are required (Liden and Antonakis, 2009: 

1587–1605). Eagly and Chin (2010) believes there must be an enhanced theory about 

diversity and leadership in the modern world, whilst Bass (1997) one of the important 

figures in the field, added there are deficiencies in certain leadership theories (p. 130). 

 

 Issues of leadership in today’s world 

There are augmented arguments made on present day leadership, rather than 

determining the current challenges of it (Gelfand et al. 2007: 479–514). Moreover, 

Avolio et al (2009) describes in future there should be more researches needed on 

leadership- authentic, cognitive, new-genre, complexity, distributed etc. It is a 

https://hmohammedmansib.wordpress.com/2017/12/25/blog-2-contemporary-leadership-styles-how-relevant-are-they-in-todays-changing-world/
https://hmohammedmansib.wordpress.com/2017/12/25/blog-2-contemporary-leadership-styles-how-relevant-are-they-in-todays-changing-world/
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constructed debate about feminine leadership as well (PwC, 2017), as in recent times 

there is an increased positions in corporate level, however many authors advices that 

inequalities and issues still remains (Hoyt, 2007: 265–299). In addition, Liden (2015) 

argued about future research required on Asian leadership as there are inequalities. 

That is why, Yukl (2010:26) addresses that more diversity in the workforce will generate 

greater opportunities which will avoid issues and align commitments, thus its essential 

that diversity in cultural differences within organization must be managed (Hossain, 

2017: Blog 1). From female leadership, diversity in workforce and issues of Asian 

leadership pattern affects the Bangladeshi insurance market, similarly for the western 

countries as well like United Kingdom (UK). 

Challenges faced by modern leaders about diversity and equality 

According to Boss (2017) in recent time leaders faces various challenges managing 

people, challenges includes- creating a combined purpose, determining problems of 

bridging success, developing trust, measurement of soft skill development etc. 

Individuals with different cultural backgrounds may vary in their conception and 

expectations of leadership. Therefore, difficulty arises adopting western leadership, thus 

such leadership approaches are being questioned (Takahashi, Ishikawa & Kanai, 2012). 

The main issue in my country is about diversity and equality, they lack behind in 

approaching modern day styles of leadership. However, French and Raven, as cited by 

Yukl (2013:191-195) can provide solution to the problems by providing details about five 

categories of power sources and six year later found ‘informational power’ beside 

‘legitimate power’ is important, thus it can be applied while influencing people in 

insurance sector across the globe. By which leaders can be flexible in sharing views 

with wider set of personnel in an organization. 
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Examples 

Bersin (2015) states about Asian insurance companies that they communicate 

differently like in Hong Kong and Singapore, where they have a mix with western 

culture, whereas, in Japan people are more harmonious like Bangladesh. According to 

Ralph (2016) Hiscox insurance has operation South Asian region, managing a 

transactional leadership leading more inequalities in workforce. Therefore, Adair’s 

model will adequately fit to solve the issues, these organization must set performance 

standard as ‘task need’ for targets for the market for tradesmen despite judging 

backgrounds, and discipline for ‘group tasks’ will sort out challenges for organizations 

as it will evaluate the outcomes of insurance sale within the hierarchical level which is 

needed to be made by diverse set of people (Adair, 1973). 
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Future Scope regarding Contemporary Leadership Styles 

Emphasizing on Eagly and Chin (2010), in leading in a changing world there must be 

theories that are parallel with the changes and diversity not only in culture but also in 

gender (pp. 216–224). According to Ralph (2016), Hiscox, UK is enforcing cyber 

problems for being rigid while recruiting employees. Therefore, they must follow a 

realistic and action centric form of leadership in their management operations as 

mentioned above, and also by delegating operations to diverse set of individuals with 

objective actions (Adair, 1973). 
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To an extent, Contemporary Leadership Styles are relevant in modern changing 

world 

Although many organizations is adapting to modern day leadership styles, insurance 

industry globally is different in regard to equality and diversity, which is letting them 

down in terms of achievement of individual market goals or internal goals. Therefore, for 

insurance companies irrespective to any part of the world, contemporary leadership 

today is relevant to some extent, where more transformational leaders are required in 

the global insurance industry. 

 

References: 

Adair, J.E. (1973), "Action-Centred Leadership". McGraw-Hill, London. 

Avolio, B., Walumbwa, F. and Weber, T. (2009). Leadership: Current Theories, 

Research, and Future Directions. [online] Digitalcommons.unl.edu. Available at: 

http://digitalcommons.unl.edu/cgi/viewcontent.cgi?article=1036&context=managementfa

cpub [Accessed 26 Nov. 2017]. 

Bass, B. M. (1997). Does the transactional–transformational leadership paradigm 

transcend organizational and national boundaries? American psychologist, 52(2),130. 



25 
 

Bersin, J. (2015). Leadership in Asia. It's Different. [online] HuffPost. Available at: 

https://www.huffingtonpost.com/josh-bersin/leadership-in-asia-its-di_b_6221418.html 

[Accessed 29 Nov. 2017]. 

Boss, J. (2017). The Top Leadership Challenges For 2016. [online] Forbes.com. 

Available at: https://www.forbes.com/sites/jeffboss/2016/02/02/the-top-leadership-

challenges-for-2016/#47fc0c7719e0 [Accessed 26 Nov. 2017]. 

Eagly, A. H., and Chin, J. L. (2010).  Diversity and leadership in a changing world. 

American Psychologist, 65,216–224. 

Gelfand MJ, Erez M, Aycan Z. 2007. Cross-cultural organizational behavior.  Annu. Rev. 

Psychol. 58:479–514. 

Hoyt, C. (2007) Women and leadership. In P.G. Northouse (ed.) Leadership: Theory 

and Practice. Thousand Oaks, CA: Sage, 265–299. 

Liden, R. (2015). Leadership research in Asia: A brief assessment and suggestions for 

the future. [online] ResearchGate. Available at: 

https://www.researchgate.net/publication/254425984_Leadership_research_in_Asia_A_

brief_assessment_and_suggestions_for_the_future [Accessed 26 Nov. 2017]. 

Liden, R. C., and Antonakis, J. (2009). Considering context in psychological leadership 

research. Human Relations, 62, 1587–1605. 

Mullins, L., (2013) Management and Organisational Behaviour, 10th Edn. Harlow: 

Pearson. 

PwC. (2017). Diversity in Insurance: There are far too few women in senior positions 

within InsurTechs. [online] Available at: https://www.pwc.co.uk/industries/financial-

services/insurtech-startupbootcamp/diversity-in-insurance.html [Accessed 26 Nov. 

2017]. 

Ralph, O. (2016). Insurance industry faces daunting list of challenges. [online] Ft.com. 

Available at: https://www.ft.com/content/86aab6c6-21d9-11e6-9d4d-c11776a5124d 

[Accessed 29 Nov. 2017]. 



26 
 

Takahashi, K., Ishikawa, J., and Kanai, T. (2012). Qualitative and quantitative studies of 

leadership in multinational settings: Metaanalytic and crosscultural reviews. Journal of 

World Business, 47 (4), 53-538. doi: 10.1016/j.bbr.2011.03.031. 

Uhl-Bien, M., Marion, R., and McKelvey, B. (2007). Complexity Leadership Theory: 

Shifting leadership from the industrial age to the knowledge era. The leadership 

quarterly, 18(4), 298-318. 

Yukl, G.A. (2010) Leadership in organizations. 7th edn. Harlow, Essex: Pearson 

Education. 

 

Responses and Interactions for Blog 2: 

 



27 
 

 



28 
 

 



29 
 

 



30 
 

 



31 
 

 



32 
 

 



33 
 

 



34 
 

 



35 
 

 



36 
 

 

 

 

 

 



37 
 

Blog 3: Change Management  (822 words) 

“Change is nothing new and a simple fact of life. Some people actively thrive on new 

challenges and constant change, while others prefer the comfort of the status quo and 

strongly resist any change. It is all down to the personality of the individual and there is 

little management can do about resistance to change” (Mullins 2010: 753). 

According to Waddell, D., Sohaw, A. (1998) resilience in any organization is “a complex, 

multi-faceted phenomenon that is caused by a variety of factors” and concept portrayed 

above, is challenged not only by scholars, but by many organizations that had enforced 

potential change management (pp. 543-548). In critical businesses change is difficult; 

Palmer (2004) thinks that resistance steers to abortive change criterion and it’s require 

to be determined. 

I have been discussing about insurance companies in my past two blogs; this specific 

blog exploits whether change is feasible, the genre of resistance that align with change 

process. This blog will discuss about the impact of Brexit triggering change in the 

insurance industry in London and determination of solution in this regard. I have been in 

London for four months now and I have identified several impacts that Brexit will entail 

in numerous sectors here, but as a sight of interest in insurance sector I will discuss 

about it briefly in the following. 

Brexit impact on Aviva and AON 

Aviva and AON is a London based insurance organization and it will have multitudinous 

effect on the business operation relating to Brexit. Aviva and AON are two of the largest 

insurers headquartered in London which experienced an instantaneous fall in price of 

share by 15% thus question looms large as Brexit comes closer and its impact on 

United Kingdom (UK) insurance industry (Lobel, 2016). Aviva and AON have 

unswerving access to a single insurance market and they can cross borders without 

excessive costs. Keller, Meaney and Pung (2010) believe about transformation, if Brexit 

happens it will generate more costs for them, a major transformation is required in the 

operation for such businesses. However, others argue that London will be best place to 

undertake insurance business post Brexit crisis as Switzerland is a bona fide example 

https://hmohammedmansib.wordpress.com/2017/12/25/blog-3-change-management-2/
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as their success story is humongous in insurance sector (Ojassociates.com., n.d.), 

besides gender directive policies, can be accounted overseen (Parsa, Tesone and 

Templeton, 2009: 317-330). 

Solution for Insurance Companies 

A new theory regarding change is essential and Lewin (1951 cited by Yukl 2013:89) 

advocated a model to change management; unfreezing, changing and refreezing. 

Problems regarding Brexit in the operation of Aviva and AON can be solved by following 

such model as unfreezing; it can be used where clients with a niche approach to 

London’s property insurance and medical indemnity insurance which can be related with 

a different proposal so its employees can deliver. According to Rice and Cooper (2010), 

the next step will be change in management relating to above specific issue that will be 

efficacious to enforce people hence employees being aware of the necessity for change 

as it wouldn’t be for the masses. However, freeze cannot be implemented in such 

scenarios as Brexit will affect all stakeholders in the insurance sector, where further 

unfreezing and changing will be inevitable.  
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As Kotter (2007) argues that change requires a lot of time to be stabilized, it connects 

with the insurance businesses as its continuous process is similar to AON and Aviva, 

but it’s a rigid eight step approach thus relating to Brexit situation and it wouldn’t be 

beneficial unlike the model discussed above. 

 

Evaluation and Action oriented plan in this regard 

Nevertheless, certain individuals or firms may extend to resist through previous issues 

and set objectives whilst, other can be in disquiet (Victoria et al 2013: 168 – 191). 

Cameron Change Consultancy Ltd’s “Cycle of Change” model can be undertaken to 

accommodate the plan mentioned above for Aviva and AON relating to Lewin’s model. 

This will establish an evaluation of the change management. 
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Learning outcomes 

The overall business will be reduced for insurance companies like AON and Aviva, but 

as mentioned above niche strategies is required to be undertaken. As Brexit will have 

tremendous impact on the market mechanisms. Therefore, Lewin’s model is best fitted 

to the situation followed by an action planed of cycle change which will benefit Aviva 

and AON to a certain extent. Therefore, managers or leaders’ implementing change has 

a huge task in hand to deliver with an essential solution similar to this. 
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Fractionally, insurance institutions can resist to a Change Management for long 

run 

In conclusion, change in insurance industry in particularly manageable to an extent. 

Moreover, action is acquiescent in change for institutions, leaders or managers in 

modern world needs immediate actions for unlikely events like Brexit, usage of Lewin’s 

three-stage model in the insurance industry will deliver maximum outcomes. Thus new 

generation of leaders and managers are required to be proactive to manage change 

and they must be prepared for changes in today’s changing world.  

2 reasons why people RESIST CHANGE -- How to drive organizational change  
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Blog 4: My Development as a Future Leader  (825 words) 

Kruse (2013) asserts “Leadership is a process of a social influence, which maximizes 

the efforts of others towards the achievement of a goal”. 

There are endless leadership styles to explain, where power is imposed ‘autocratic’; 

power is shared within ‘democratic’; or where power is delegated ‘laissez-faire’ (Mullins 

2016). The motive of this blog is to discuss my development as a future leader, learning 

experiences, journey of becoming a future leader, the feedback I have obtained while 

managing a team and eventually the skills required to lead within the insurance industry.  

My leadership Brand 

I have always wanted to be a democratic leader and I have always been one since 

when I started to work in individuals. According to Lewin cited by BILLIG (2015: 440-

460), democratic leaders tend to listen to others. According to Grace (2006) 4V model, 

my desire is to maximize my Values, Vision, Voice and Virtue to enhance myself for 

future. In Blog 2 (Hossain 2017: blog 2) I discussed the contemporary leadership styles, 

where in the insurance industry as mention, leaders are required to be a combination of 

a ‘democratic’ and ‘transformational’ in today’s changing world. However, in Bangladesh 

the business leaders in the insurance sectors are more of an authoritarian, they apply 

more legitimate and coercive power (French and Raven, as cited by Yukl 2013:191-

195). 

 

https://hmohammedmansib.wordpress.com/2017/12/25/blog-4-my-development-as-a-future-leader/
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Demonstration of Own Leadership Style 

I was only seventeen when I was involved in business as mentioned in my previous 

blogs being in a business background family (Hossain 2017: blog 1). I was managing 

people twice my age for which I had to be a democratic leader making a two way 

communication in our business. Moreover, in the process I had to attend board 

meetings, labor union forums etc., where listening to people and understanding them 

was crucial.  The term ‘Listening’ is part of life now; I have achieved a lot while listening 

to others. Although listening doesn’t always help, one must also enforce initiatives into, 

but listening to people makes it much easier to communicate. In my life span I have 

been able to manage people from divergent nationalities and along the way I have 

adapted well. Apart from professional career, while working in teams in university level I 

found difficulties initially aligning with people as Hofstede’s footprints on cultural 

reflections states that Bangladeshi people has more power distance (Hofstede, 1994), 

however, listening to people all these years helped me a lot, such attribute is essential 

for leaders managing in different cultures (Hossain 2017: blog 1) and in transmute 

management (Hossain 2017: blog 3) it develops networking skills.  

The power of listening | William Ury | TEDxSanDiego 

Evaluation that contributed to my Personal Development 

The feedbacks throughout my careers were different, in my early stage I was told to 

listen to people, be more communicative whereas in university, it was to be more active 

in decision making. All these elements are related to a leader that is an intellect in 

democratic and transformational leadership. Moreover, not only I have received 

feedbacks from my foremen but also I have obtained feedbacks from my peers as well. 

The feedbacks I obtained was of mixed reviews, thus the negative feedback has been 

taken into account to enhance the performance gap whilst, positive feedback motivated 

me to work harder. I wouldn’t say that I have been hundred percent but I have achieved 

a lot in the process. I’m now twenty four years of age and I have a long way to go that is 

why I’m still learning, that is what good leaders do (Adevey, 2013). I’m working on the 

elements that are discussed above and my objective is to demonstrate the leadership 

https://www.youtube.com/watch?v=saXfavo1OQo
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style into action in my culture. Becoming a leader to certain extent is easy but there are 

augmented elements that one must consider in the process. I want be a humanitarian 

like Fazle Hasan Abed founder of world’s largest non-profit organization, who ranked on 

32nd in fortune 50 greatest leaders in 2014 (Fortune, 2014) and I look up him. His 

conglomerate business in Bangladesh is prodigious and I want to apply some of his 

implementation of work in the insurance sector in Bangladesh from my personal 

development in the long run. 

 

Development and Skills in the journey of becoming a future leader 

I would prefer to fabricate numerous leadership skills. Thus, encouraging individuals will 

be my core focus. I would like to implement adaptation strategy in regard to leadership 

styles being in diverse circumstances in this modern changing world.  

In determining about future decision of becoming a leader for someone should be 

parallel with empowerment and a being follower in teams (Pascale and Sternin, 2005). 

Thus for my weaknesses I wouldn’t stop learning hence I will also maintain my strengths 

in the coming years, because for an entrepreneur or leader learning is endless (Coulter, 

2001). I will develop my strengths and also flaws in leading a successful team in my 

studies and in future professional career. 



56 
 

References: 

Adevey, G. (2013). The Leader in You: Realising Your Leadership Qualities for 

Greatness. iUniverse.a 

BILLIG, M., 2015. Kurt Lewin's leadership studies and his legacy to social psychology: 

is there nothing as practical as a good theory? Journal for the Theory of Social 

Behaviour,45(4), pp.440-460. 

Coulter, M. (2001). Entrepreneurship in action. Upper Saddle River, N.J.: Prentice Hall. 

Fortune. (2014). The World's 50 Greatest Leaders (2014). [online] Available at: 

http://fortune.com/2014/03/20/worlds-50-greatest-leaders/ [Accessed 25 Dec. 2017]. 

Grace, B. (2006) Ethical leadership: In pursuit of the common good. Seattle, WA: 

Center for Ethical Leadership. 

Hofstede, G. (1994) Cultures and Organizations:  Software of the Mind. London: 

HarperCollinsBusiness. 

Kruse, K. (2013) ‘What is Leadership’. Forbes [Online] Available at: 

http://www.forbes.com/sites/kevinkruse/2013/04/09/what-is-leadership/ [Accessed 25 

Dec. 2017] 

Mullins, L., (2016) Management and Organizational Behavior, 11thedn., Harlow: 

Pearson. 

Pascale, R. and Sternin, J. (2005). Your Company's Secret Change Agents. Harvard 

Business Review, May. 

Yukl, G. (2013) Leadership in Organisations. Harlow: Pearson Education. 

 

 

 

http://www.forbes.com/sites/kevinkruse/2013/04/09/what-is-leadership/


57 
 

Responses and Interactions for Blog 4: 

 



58 
 

 



59 
 

 



60 
 

 



61 
 

 



62 
 

 



63 
 

 



64 
 

 



65 
 

 



66 
 

 



67 
 

 

 

 

 


