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Introduction 
Organisational culture is important because it influences how employees behave, work together and contribute towards organisational goals. Mullins and Cristy (2024), explain that culture, is developed through the values, beliefs and behaviours shared within an organisation. When these elements are positive and well established, they can support employee performance, innovation, customer service and effective operations. In contrast, a suitable organisational culture can create difficulties in communication, organisational change and decision-making (Schein and Schein, 2021). This report critically examines the organisational culture of Severn Trent Water, a major provider of water and waste water services in the UK. It considers the relationship between culture and organisations structure and decision-making, as well as its ability to respond to changes in the external environment and maintain organisational performance. The analysis uses Schein’s Organisational culture Model, Deal; and Kennedys Type of corporate culture and Handy’s Cultural Types. The report also provides recommendations that may help Severn Trent Water strengthen its organisational culture and support its future performance.
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Figure 1. Severn Trent Water headquarter and operational activities

Adapted from (Severn Trent PLC, 2025)
[bookmark: _Toc235826457][bookmark: _Toc237078599]1.Company Overview
Severn Trent Plc is one of the largest water and wastewater companies in the United Kingdom, providing essential water and sewerage service to approximately 4.6 million households and businesses across the midlands and parts of Wales. Established following the privatisation of the Uk water industry in 1989, The company has developed a strong reputation for delivering reliable, sustainable and environmentally responsible water services. Severn Trent operates within a highly regulated industry and places significant emphasis on customer satisfaction, environmental protection, operational efficiency and innovation. Its commitment to sustainability, investment in infrastructure and digital technologies, and focus on employee wellbeing have contributed to its position as one of the Uk’s leading utility companies (Severn Trent PLC,2025)

As illustrated in Figure 1, Severn Trent operates modern headquarters alongside advanced water treatment and wastewater facilities that support its commitment to delivering high quality public service. The organisation operates within a highly regulated industry and places significant emphasis on customer satisfaction, environmental protection, operational efficiency and innovation. It also invests heavily in infrastructure, digital technologies and employee development to improve service quality and achieve long term sustainability. These priorities are reflected in the organisation values and culture, which emphasise ethical behaviour, continuous improvement, collaboration and environmental responsibility (Severn Trent PLC, 2025).
The company’s organisational culture supports its strategic objective of delivering safe, reliable and sustainable water services while maintaining compliance with regulatory requirements and meeting the expectations of customers, investor and wider stakeholder.
[bookmark: _Toc235826458][bookmark: _Toc237078600]2.Organisational Culture of Severn Trent Water
Organisational culture describes the common principles, Attitudes and ways of working and develop within an organisation. It provides employees with guidance about how they are expected to behave, communicate and make decisions in the workplace (Schein and Schein, 2021). This particularly important in highly regulated industries such as the UK water sector, where organisations must meet legal requirements, protect public confidence and maintain reliable services. At Severn Trent Water, the organisational culture places importance on responsible behaviour, customer service, environmental protection, employee wellbeing and ongoing improvement. The company’s values, including “Doing the Right Thing,” help guide employees when making decisions that affect customers, communities and environment. These principles also support the organisation in maintaining service standards while working towards its long-term sustainability objectives (Severn Trent PLC, 2025).
[bookmark: _Toc235826459][bookmark: _Toc237078601]3.Schein  Three Levels of Organisational Culture
Shein’s Three levels of Organisational Culture provide the most suitable framework for analysing Severn Trent Water’s organisational culture (Schein and Shien, 2021). 

 Artefacts,
 represent the visible elements of culture. At Severn Trent, these include its modern headquarters, water treatments facilities, health and safety procedures, sustainability programmes, employee development initiatives, digital technologies and hierarchical organisational structure shown in (Figure 2). These visible practices demonstrate the organisation’s commitment to operational excellence, regulatory compliance and environmental stewardship. (Severn Trent PLC, 2025;Schein and Schein, 2021).

Espoused Values 
refers to the organisations sated beliefs and principles. Severn Trent promotes integrity, innovation, inclusion, customer satisfaction, environmental sustainability and continuous improvement. These values are communicated through leadership behaviours, corporate policies and employee training, encouraging staff to maintain high ethical standard while delivering reliable service to customers and communities (Severn Trent PLC, 2025).
 Basic Underlying Assumptions,
Which are unconscious beliefs that guide everyday behaviour. At Severn Water resources safeguarding public health and acting responsibility towards customers and the environment are fundamental responsibilities rather than the optional business objectives. These assumptions shape organisational behaviour and influence long term strategic decision-making (Schein and Shien, 2021).

Handy’s Role Culture
Handy’s (1999) Role culture also reflect Severn Trent Organisational Culture because responsibilities are clearly defined within special departments such as Finance, Operations, Human Resources and Customer Services. Employees understand their individual roles and reporting relationships, which supports accountability, consistency and compliance. However, Role Culture focuses mainly on formal structures and responsibilities and does not fully explain the deeper beliefs and assumptions that influence employee behaviour.

Deal and Kennedy’s
Process Culture
Deal and Kennedy’s Process culture (2000) is particularly relevant because Severn Trent operates in highly regulated environment where accuracy, consistency and compliance are prioritised over rapid risk taking. Employees follow detailed operational procedures, health and safety standards and environmental regulation to ensure the delivery of safe and reliable water service. Although this culture promotes operational stability and minimise risk, it may reduce organisational flexibility and slow decision-making during periods of rapid change.
Overall, Schein’s model provides the most comprehensive explanation of Seven Trent’s organizational culture because it considers both the visible and invisible aspects of organizational behaviour.   Handy’s Role Culture and Deal and Kennedy’s Process complement Schein’s framework by explaining how formal organisational structures and regulatory requirements influence employee behaviour and organisational effectiveness.
[bookmark: _Toc235826460][bookmark: _Toc237078602]4.HOW ORGANISATIONAL CULTURE HELPS SHAPE THE COMPANY’S STRUCTURE AND DECISION-MAKING.
[image: ] 
Figure 2. Organisational Structure of Severn Trent Water
Source: Adapted from Severn Trent PLC Annual Report and Corporate Governance Report (2025)


[bookmark: _Toc235826461][bookmark: _Toc237078603] 4.1 Organizational Structure

Figure 2 illustrates Severn Trent Water’s hierarchical functional organisational structure. The organisation is divided into four management levels: Governance, Executive leadership, Functional Divisions, and Operational delivery. The organisational Adopts a hierarchical functional structure characterised by formal authority, specialist departments, clearly defined roles and standardised procedures. Contemporary organisational behaviour literature suggests that this type of structure is particularly appropriate for organisation operating in highly regulated industries because it promotes accountability, operational consistency, effective governance and regulatory compliance (Robbins and Judge, 2023; Mullins and Christy, 2024).
This structure also reflects the characteristics of a MECHANICAL ORGANISATION a concept originally introduced by Burns and Stalker (1961), where organisational rely on formal hierarchies, specialised role and standardised procedures to achieves stability and efficiency.

Severn Trent’s Organisational Culture has a significant influence on its organisational structure. The Organisation’s commitment to integrity, customer service, health and safety, sustainability and environmental protection require clear governance, specialist expertise and effective coordination across all department. According to Schein and Schein (2021), organisational culture shapes how employees behave and make decisions by influencing share values and assumptions.  At Severn Trent, these cultural values are reflected in a formal structure that supports collaboration while ensuring compliance with legal and regulatory requirements. (Schein and Schein, 2021; Mullins and Christy, 2024; Severn Trent PLC, 2025).
[bookmark: _Toc235826462][bookmark: _Toc237078604]4.2 Advantages of the Hierarchical Functional Structure
The hierarchical functional structure provides several advantages. Firstly, it establishes clear reporting relationships, ensuring employees understand their responsibilities and accountability. Secondly, specialist departments improve operational efficiency because employees develop expertise within their own functional areas. Thirdly, centralised decision-making supports consistency and helps ensure compliance with regulation set by the Uk water industry. Finally, the structure strengthens risk management by ensuring that operational decisions are monitored and aligned with organisational objectives (Robbins and Judge, 2023).

[bookmark: _Toc235826463][bookmark: _Toc237078605]4.3 Disadvantages of the Hierarchical Functional Structure
Despite these strengths, the structure also has some limitations. Decisions-making may be slower because proposals aften require approval through several levels of management. Functional departments may also become isolated. Creating communication barriers between teams and reducing organisational flexibility. In rapidly changing environments, such as responding to climate change or technological innovation, a mechanistic structure may limit creativity and delay organisational change (Burns and Stalker, 1961).
[bookmark: _Toc235826464][bookmark: _Toc237078606]4.4 Impact on Decision-Making
The Organisational structure also plays an important role in decision making. Strategic decisions are made by the Board of Directors and Executive Leadership Team, while operational decisions are delegated to departmental managers
 with specialist knowledge. This balance ensures that decisions are informed by expertise while remaining aligned with the organisation’s (Mullins and Christy, 2024; Schein and Schein, 2021; Severn Trent PLC, 2025). strategic goals and regulatory, Severn Trent’s organisational culture and structure work together to promote accountability, operational efficiency and sustainable service delivery. Although the mechanistic structure may reduce flexibility, it is appropriate for an organisation operating in highly regulated industry where public healthy, environment protection and service reliability are critical prioritise. (Severn Trent PLC, 2025; Ofwat, 2024; Mullins and Christy, 2024).

CRITICAL EVALUATION
Overall, Severn Trent hierarchical functional structure effectively support its organisational culture by promoting accountability, consistency and regulatory compliance However, to remain competitive and responsive to future challenges such as digital transformation and climate change, the organisation should continue encouraging cross functional collaboration and innovation while maintaining the strength of each formal governance structure.


[bookmark: _Toc235826465][bookmark: _Toc237078607]5.Relevant Frameworks Models and Theories
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Figure 3. Organisational Objectives, Structure and Communication
Source: Adapted from Mullins and Christy (2024).

Organisational framework helps explain how organisational culture, structure and management practices contribute to organisational effectiveness, In addition to Schein’s THREE LEVELS of CULTURE, Handy’s Role Culture and Deal and Kennedy’s Process Culture, Mintzberg’s Machine Bureaucracy and the McKinsey 7S Frameworks provide valuable perspectives for understanding Severn Trent Water organisational design and performance.

[bookmark: _Toc235826466][bookmark: _Toc237078608]5.1 Minztberg’s Machine Bureaucracy
Mintzberg’s (1980) identified the Machine Bureaucracy as an organisational configuration characterised by formal procedures, standardised work processes, clearly define responsibilities and centralised decision-making. This framework is high relevant to Severn Trent because the Organisation operates in a Highly regulated sector where compliance with health, safety, and environmental legislation is essential. Specialist department such as Operation, Customer Services, Engineering, Finance and Human Resources work within clearly defined responsibilities while following stablished operational procedure. Standardisation help ensure constancy service quality minimise operational risk and maintain compliance with regulatory requirement.

Although Machine Bureaucracy improves efficiency and accountability, It may reduce organisational flexibility and slow innovation because decision open requires several levels of approval. Never list, this structure remains appropriate Severn Trent because reliability public safety regulatory compliance is fundamental organisational prioritise.

[bookmark: _Toc235826467][bookmark: _Toc237078609]5.2 McKinsey 7s framework
The McKinsey 7s framework (Waterman, Peters and Philips, 1980). Suggest that organisational effectiveness depends on the alignment of seven interrelated element: Strategy, Structure, Systems, Shared Values, Skills, Style and Staff. This Model is particularly useful for evaluating Severn Trent, because organisational success depends on Balancing These Internal elements. For example, the company’s sustainability strategy is supported by hierarchical functional structure, Robust operational system skilled employee and shared values focus on customer service, environmental protection, and Ethical behaviour. Leadership promotes collaboration and continuous improvement, ensuring that organisational culture support strategic Objectives (Peters and Waterman, 1982; Schein and Schein, 2021; Severn Trent PLC, 2025). 

Unlike cultural model that focused mainly on employee’s beliefs and behaviours, the Mckensey 7S Framework demonstrates hoe culture must align with organisational, Structure, leadership and operational system to chieve long-term performance. This broader perspective helps explain why Sever Trent Continuous to deliver reliable services While responding to changing customer expectations, technological developments and Environmental challenges.

Overall, these frameworks complement the cultural model discussed earlier by improving a deeper understanding of organisational structure, management system and shared values work together to support organisational effectiveness. Their application demonstrate that Severn Trent long term success depends not only organisational culture but also in maintaining alignment between people, Leadership, Strategy and Organisational Processes. 
[bookmark: _Toc235826468][bookmark: _Toc237078610]6. Organisational Culture and Adaptation to the External Environment
Organisations operate in dynamic external environments where economic, technological, environmental and regulatory changes require continuous adaptation. A strong organisational culture enables organisations to respond effectively to these challenges by encouraging shared values, innovation and organisational learning (Mullins and Christy, 2024). For Severn Trent water, organisational culture plays critical role in supporting adaptations while maintaining safe, reliable and sustainable water services. The company’s commitment to environmental responsibility, customer focus, innovation and continuous improvement enable it to respond effectively to changing external conditions.

One of the most significant external pressures facing Severn Trent is Climate change. Increasing temperatures, extreme weather events, flooding and drought create significant challenges for water resources management and infrastructure resilience. In response, Severn Trent has embedded sustainability into its organisational culture through long-term investment in water conversation, carbon, reduction, renewable energy and environmental protection initiatives. Employees are encouraged to support sustainable working practices and. Contribute to the organisation’s environmental objectives, demonstrating how organisational culture strategic adaption (Severn Trent PLC, 2025).

Another important external influence is the regulatory environment. As a Regulated water Utility, Severn Trent must comply with standards established by regulators such as Ofwat, the environment Agency and the Drinking water Inspectorate. The organisation’s culture of integrity, accountability and compliance helps employees understand the importance of following legal requirements and maintaining high operational standards. This cultural commitment strengthens public trust and reduces organisational risk while supporting long-term business sustainability (Robbins and Judge, 2023).

Technological innovation has also become an important Driver of organisational change. Severn Trent continues to invest in digital technologies, smart water, networks, data analytics and asset management system to improve operational efficiency and customer service. A culture that encourages continuous improvement and employee development and employee development enables staff to adopt new technologies more effectively and supports organisational learning. This demonstrates that organisational culture is not static but evolves in response to technological developments and changing organisational needs. (Mullins and Christy, 2024).

Changing customer expectation represent another significant external influence. Customers increasingly expect reliable services, transparent communication and environmentally responsible business practices. Severn Trent’s customer focused culture encourages employees prioritise service quality, respond promptly to customer concern and build positive relationships with local communities. These behaviours contribute to customer satisfaction whole supporting the organisation’s long-term reputation and competitiveness. (Severn Trent PLC, 2025; Mullins and Christy, 2024; CIPD, 2024).

Although, Severn Trent has developed a strong culture that support adaptation, some challenges remain. Its hierarchical functional structure may slow organisational change because decisions often require approval through several management levels. Greater cross-functional collaboration and employee empowerment could improve organisational agility while maintaining regulatory compliance. Overall, Severn Trent’s organisational culture provides a strong foundation for adapting to external environmental pressures by balancing operational stability with innovation, sustainability and customer-focused service delivery.

Critical Evaluation
Overall, Severn Trent demonstrates that a strong organisational culture can help organisational culture can help organisations respond effectively to external environmental challenges. However, future success will depend on maintaining a balance between regulatory compliance, technological innovation and organisational flexibility. By strengthening collaboration across departments and continuing to invest in employee development, Severn Trent will be better positioned to respond to future environmental and market charges.

Organisations operate in dynamic external environments where Political, Legal, Technological, Environmental and Social factors require continuous adaptation. Organisational culture enables firms to respond effectively to these external pressures (Mullins and Christy, 2024).
E- Environmental
· Climate change
Climate change increases the risk of droughts, storms and flooding, affecting water supply and wastewater services. Severn Trent invests in climate resilience and sustainable water management to reduce these risks (Severn Trent PLC, 2025).
· Flooding
Heavy rainfall and flooding can damage infrastructure and interrupt water services. The company develops flood management plans and invests in resilient infrastructure to protect customers (Severn Trent PLC, 2025).
· Sustainability
Severn Trent aims to reduce carbon emissions, improve water efficiency and protect biodiversity. Sustainability is embedded in the company’s long term business strategy (Severn Trent PLC, 2025).	
P/L- Political & Legal
· Environment Agency
The environment Agency regulates environmental standards and ensures that water companies comply with environment legislation. Severn Trent must follow these regulations to minimise environmental impacts (Environment Agency, 2024).


· Drinking Water Inspectorate
The drinking Water Inspectorate monitors drinking water quality standard to protect public Health (Drinking Water Inspectorate, 2024).
· Regulatory compliance
Compliance with regulations issued by Ofwat and environmental authorities is essential for maintaining licenses, customer trust and operational performance (Ofwat, 2024).
T- Technological
· AI
Severn Trent uses AI to analyse data, predict equipment failures and improve operational efficiency. AI also supports faster decision-making and improved customer service (Severn Trent PLC, 2025).
· Smart water networks
Smart sensors and digital monitoring systems detect leaks and monitor water quality in real time, helping reduce water loss and improve service reliability (Severn Trent PLC, 2025).
· Innovation
Continuous investment in innovation enables Severn Trent to improve efficiency reduce costs and Achieve sustainability goals while meeting changing customer needs (Mullins and Christy, 2024; Severn Trent PLC, 2025).
S- Social
· Customer expectations
Customers expect reliable services, transparent communication and environmentally responsible operations. Severn Trent responds by improving service quality and customer engagement (Severn Trent PLC, 2025).
· Community engagement
The company works with local communities through education programmes environmental projects and social initiatives to build trust and strengthen relationships (Severn Trent plc, 2025).
· Employee wellbeing
Severn Trent promotes employee wellbeing through training, health and safety iniatives and flexible working practices, which support employee engagement and organisation performance (CIPD, 2024; Severn Trent PLC, 2025).
[bookmark: _Toc237078611]7. Organisational Culture and Effective Functioning of Severn Water
Organisational culture plays an important role in the effective functioning of Severn Trent Water by promoting teamwork, accountability and Continuous improvement. The organisation’s culture is based on integrity, customer focus, sustainability and ethical behaviour, which guide employees in delivering reliable water and wastewater services. According to Schein and Schein (2021), a strong organisational culture influences employee behaviour and supports organisational effectiveness. Severn Trent also invests in employee development, leadership and digital technology to improve service quality and operational efficiency (Severn Trent PLC, 2025). Overall, Severn Trent organisational culture contributes to effect organisational performance by aligning employees with the company strategic objectives and supporting sustainable long-term success (Robbins and Judge, 2023; Mullins and Christy, 2024).
[bookmark: _Toc237078612]8. Evaluation of the Impact of Organisational culture on Organisational Performance
Severn Trent Water’s organisational culture has a positive impact on organisational performance by improving employee engagement, operational efficiency and customer satisfaction. Its shared values of integrity, sustainability and continuous improvement encourage employee to provide high-quality service while complying with legal and environmental regulations (Severn Trent PLC, 2025) Overall, the organisation demonstrate that a strong organisational culture support sustainable performance, effective while helping the company respond successfully to future environmental and operational challenges (Schein and Schein, 2021; Robbins and Judge, 2023).

[bookmark: _Toc237078613]Conclusion
This report critically evaluated the organisational culture of Severn Trent Water and its influences on organisational structure, decision making, organisational effectiveness and adaptation to the external environment. The analysis shows that the organisational has developed a strong culture based on integrity, sustainability, customer focus and continuous improvement. These values support effectiveness leadership, employee engagement and high-quality service delivery while ensuring compliance with the regulatory requirements. The applications of Schein’s Organisational Culture model, Handy’s Role Culture, Deal and Kennedy’s Process culture, Mintzberg’s Machines Bureaucracy and the McKinsey 7S Framework demonstrate how culture contribute to organisational success. Although Severn Trent hierarchical structure may reduce organisational flexibility, its culture promotes accountability, collaboration and continuous learning. Overall, Severn Trent’s organisational culture provides a strong foundation for sustainable organisational performance and enables the company to respond effectively to future environmental, Technological and business challenge
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