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Introduction.
Developing a High-Performance Culture.
[bookmark: _Int_eNu47Kwz]The topic of this assignment is, Developing a High-Performance Culture. Also, the involvement and difference between Culture and Context, What do they both mean within a workplace. How and why are they all considered as equally important. 
The assignment is focused on a present position at a reputable engineering company with three offices and factories—two in South Wales and one in Scotland. The three factories/offices collaborate and communicate to maintain their success and advance, expanding to other nations in the future. This assignment will provide an understanding of how this might be accomplished by concentrating on how Context and Culture is subtly introduced within the company to be able to develop a high-performance culture successfully.
What is Culture and Context? What is the importance and difference between them?
What culture means- People's thoughts, emotions, and behaviours within a group or company are influenced by its culture, which is consistent throughout time. It includes widespread opinions, customs, language, and unspoken guidelines that dictate "how we do things around here." A company's culture involves decision-making, ideas about leadership, and what comprises acceptable behaviour or success.
What context means- More specific in the sense that context refers to the outside factors that influence how individuals see events and make decisions. It might involve both internal (company structure, tactics, current issues, or change efforts) and external (economic conditions, company standards). The same culture may appear or behave differently depending on the circumstances since context can change abruptly.
The difference between them and how do they combine
Someone's common beliefs and customs might be considered its culture, while the circumstances that shape how those customs are applied are referred to as its context. (Schein, 2010)
In general, within the workplace, the importance and difference between them is that of the company's common values, opinions, customs, and behaviours which are referred to as its culture, whilst the specific circumstances, environment, or situation in which those involved act and perceive these cultural patterns are referred to as its setting. To put it briefly, context is "where, when, and under what conditions this is happening," whereas culture is "what we're like." With both considered and combined, the company was able to introduce a high-performance culture to be able to successfully succeed. (Savard & Mizoguchi, 2019)
High-Performance Culture within the workplace
The company has developed an environment where organisational values, procedures, and behaviours are carefully matched. This is known as a High-Performance Culture. It clearly defined goals, accountability, ongoing feedback, empowerment, and a dedication to excellence are all highlighted in this type of culture, which encourages staff members to go above and beyond expectations and continuously work towards growth. Having a high-performance culture at work can be very beneficial and maintain an atmosphere where the workers are also inspired and in line with company objectives, which promotes long-term creativity and outstanding performance. 
Overall, it is crucial for promoting long-term company performance, employee engagement, and productivity and to emphasise the important key factors to succeed. (Forbes Business Development Council, 2024)
What are the important and beneficial key features Developing a High-Performance Culture.
The company and all companies in general, need a high-performance culture for the purpose to achieve strategic goals, adjust to evolving circumstances, and promote profitable growth over the long term. High-performance cultures, in contrast to traditional hierarchical structures, are flexible, agile, and goal oriented. 
Below is a model (A), showing the 6 key features;
(Model A) - (https://www.insightsforprofessionals.com//authors/HR-Insights-for-Professionals, n.d.) 
  [image: ] 
The model shows the Characteristics of High-Performance Culture. But what and why is it of importance within the engineering company and how does benefit the overall staff within the different areas of the workplace. 
· Better productivity and higher-quality work – These are the results of a greater commitment from workers.
· Increased innovation: These cultures promote constant creativity and growth through encouragement of sharing ideas and learning from setbacks.
· [bookmark: _Int_u50DfTi1]Staff empowerment and retention – These are linked, Staff that feel empowered are more likely to make contributions, maintain their engagement, and remain with the company over a prolonged period of time, preventing increase of turnover within staff.
· Consistency and transparency: A common vision and clear requirements guarantee that everyone is pursuing the same company goals.
· Company adaptation: Promoting teamwork, confidence, and flexibility enables companies to overcome challenges and maintain how competitive they are.
· Financial Success: Companies with strong cultures exceed those with weaker cultures by up to three times when it comes to shareholder returns.
Based on these attributes, a high-performance culture is a major factor in both long-term company growth and employee satisfaction. However, as management, it is just as important to maintain and implement this type of culture within the workplace. Management needs to remain consistent and fair to all employees. (Weir, 2018)
How to maintain and implement a culture of high performance within the company.
Setting up a high-performance culture involves several deliberate actions that direct the organisational frameworks, staff behavioural patterns, and leadership towards common goals. (Berman et al., 2024) 
The following are achievable steps that can be undertaken to create this culture within the organisation: 
· [bookmark: _Int_svVKVjtX]Effective Goals and a Clear Vision-Starting by defining a clear vision that is in line with the mission of the company and includes practical, achievable objectives. Make certain that every employee is aware of how their responsibilities fit into these goals to inspire motivation and a feeling of purpose.
· Leadership Commitment- Leaders must actively promote the principles of the company, serve as an example of acceptable behaviour, and take ownership of the process for culture change to be effective. For change to be sustained, leadership at all levels must be determined.
· Open Feedback and Communication- Promote frequent, honest communication between the management and staff. Establish guidelines, give prompt feedback, and establish a secure environment for expressing thoughts or worries. Everyone is kept involved and on course via regular feedback sessions and open communication.
· Recognition and Performance Management- By creating effective performance management systems with precise guidelines and procedures for ongoing development. Recognise and praise achievements to encourage reliable performance and inspire workers to reach greater things.
· Ongoing Development and Flexibility-Investing in ongoing growth by providing chances for learning, training, and encouraging flexibility. Teamwork is increased as a result, and they are more prepared to handle changing company issues.
· Monitor Development and Make Adjustments-Using methods such as scoring systems to keep an eye on significant performance measurements across departments. Analyse data to identify patterns, assess development, and adjust tactics as necessary to guarantee efficiency and consistency.
The Significance of These Steps is to ensure that culture is more than just a term through incorporating values into everyday tasks. It also produces a self-sustaining cycle. (Mackenzie , 2023)
A notable example is the graph (Model B) as shown below

Model (B) (Berman et al., 2024)
 [image: ]

More productive workers → Improved performance →A more stable culture → Long-term success. 
This is because companies that carefully build high-performance cultures are more likely to succeed compared to competitors, maintain workers, and respond to change. A high-performance culture depends on the ongoing employee feedback, which supports development, creativity, and long-term success.
For example, receiving regular feedback from all departments of the engineering workplace environment encourages a dynamic and flexible workplace where the employees can adjust and enhance performance in real-time, in place of typical annual reviews. In addition to improving the manager-employee connection, the company views this constant interaction and valuable insight about the team as well as individual performance.
Models of Culture.
There are four particular models of Culture that are most used within the workplace showing different perspectives on the structure of workplace culture and how it affects behaviour These different characteristics are the focus of each of the major researchers: Company "Patterns" (Johnson & Scholes), National values (Hofstede, Trompenaars), Types (Handy), and Depth (Schein). Each model is explained below:
Edgar Schein's Culture Model.
According to Schein, culture exists on three levels: expressed beliefs (what the company claims to value), visible objects (what you see), and basic underlying assumptions (deep, taken-for-granted ideas that influence behaviour).
 (The Three Levels of Culture Source: Schein (2009: 21)
[image: ]
Schein's model is used as a method of diagnosis, assisting the leaders in identifying the underlying presumptions that determine the company's daily activities by looking past visible signs and expressed values (e.g., assumptions about authority, time, and personality).


Handy’s four culture types.
However, Charles Handy highlights this by using four metaphors, highlighting on different company cultures: person culture (individual-focused, professionals), task culture (team/project-based, "net"), role culture (bureaucratic, "Greek temple"), and leadership culture (central control, "web").
(Handy, 1999)
[image: ]
Charles Handy concept is comparable and useful for the managers; it explains how the balance of power and structure produce various cultural patterns and explains why certain cultures thrive in situations that are stable while others are more adaptable to change and innovation.

Hofstede’s national culture dimensions
Hofstede uses characteristics like distance from authority, separation of powers, avoiding uncertainty, masculinity–femininity, a focus on the long term, and indulgence and caution to assess national culture, not only companies. According to his theory, people from other countries may anticipate different communication, decision-making, and leadership methods, which in turn affects workplace culture within international companies 





Hofstede, G., Hofstede, G. J., & Minkov, M. (2010)
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Johnson & Scholes’ Cultural Web
A method for assessing the culture of a company by looking at its interconnected elements is the Johnson and Scholes Cultural Web model. It is composed of six interrelated components that revolve around a central "system" of core concepts and assumptions, which include fiction, symbols, structural controls, power structures, organisational framework, and routines and procedures. According to Johnson and Scholes, A company can fully understand its current culture and how it fits with its strategy by connecting all these elements.
(Johnson et al., 2009)
[image: ]
The most thorough knowledge of how culture works within the company can be obtained by combining the various workplace culture models, which highlight either deep assumptions, categories of valued factors, or evident structures.

Analysis of the Models.
[bookmark: _Int_N6h59CXl]By observing and analysing the different models it appears that Hofstede and Trompenaars mostly concentrate on national or social culture and how it affects companies compared to Schein and Johnson & Scholes who concentrate on company culture whereas Handy concentrates on the company types. Also, noting that in regard to Conceptual focus, Hofstede and Trompenaars explore value dimensions across the cultures and Schein examines the depth (surface to unconscious assumptions). Handy examines cultural "types" and Johnson & Scholes examine the pattern of artefacts and behaviours that support a central model.
It also shows Hofstede and Trompenaars help on cross-cultural management and worldwide leadership whereas Johnson & Scholes are particularly informative for understanding and transforming a particular company and Handy supports in aligning culture type to structure and strategy.
How do these Models fit into the overall Engineering departments of the Company?
These models complement each other in the engineering company by providing distinct but beneficial views for the organisation and management of technical work, projects, and personnel. They can be combined within company-culture models (Schein, Handy, Johnson & Scholes) describe how the engineering company functions and how to improve it, while national-culture models (Hofstede, Trompenaars) explain the values and expectations of the engineers.
Schein's approach enables the company to investigate the assumptions that motivate common engineering practices (such as design reviews, CAD standards, and safety protocols), such as "quality matters more than speed," "only data counts," or "failure is unacceptable." Because they may support or contradict new methods of working (such as agile or continuous engineering), these basic assumptions often explain why process-change or digital-transformation projects succeed or fail.
Handy's four cultures fit neatly into the engineering frameworks. Long-standing services and utilities often share role cultures (bureaucratic, procedure-driven), project-based EPC or design-build firms resemble task cultures (diverse project teams), and founder-led, small specialist firms may resemble power cultures (technical leadership and decision-making). In the highly specialised positions where senior engineers value autonomy, like expert witness or specialised research and development work, individual cultures might develop.
Higher power distance and avoidance of uncertainty for example, encourages more formal organisational structure, detailed standards, and risk-averse design signoffs, whereas more independent, low power-distance circumstances could encourage open challenge, simpler structures, and rapid problem growth. Hofstede's national-culture dimensions help explain differences between the engineering offices across different countries. Therefore, while retaining basic technical and safety requirements, it is important to acknowledge that the engineering company must adapt the leadership style, communication, and decision-making procedures to fit the specific national-culture qualities.
The Cultural Web by Johnson and Scholes is useful for mapping the ways in which culture manifests itself within the engineering projects accounts for example the individuals who saved projects or cut through structure, routines ,design reviews, workshop discussions, lessons-learned meetings, devices - PPE, drawings, testing facilities), structures - discipline vs. project system, control systems (quality assurance, KPIs, safety metrics), and power bases - senior management, project managers, disciplinary leaders. When taken as a whole, these aspects show an existing concept, such as safety first, on-time delivery at any cost or technical excellence which then directs culture-change efforts within the engineering company. However, despite all considered, is there an organisational environmental analysis that can affect the engineering company's culture.
Organisational analysis that has the potential to affect or change workplace culture.
Organisational environmental analysis demonstrates how both internal and external elements influence an engineering company's culture, including how the employees prioritise safety and quality, adapt to change, and operate. However, it is important to consider SWOT, PESTLE, and McKinsey 7S. Each concentrate on distinct aspects of this environment, taken as a whole and highlight the reasons behind the development of specific cultural patterns and how they may be changed to promote a high-performance engineering culture (e.g., safety first, technical excellence, client focus).
· SWOT and Culture-
[image: ]
SWOT separates external (opportunities, threats) and internal (strengths, weaknesses) aspects. Engineering case studies within the company show how SWOT is frequently used to highlight the "softer" cultural issues alongside difficult abilities. Strengths and weaknesses often represent cultural circumstances, such as strong technical expertise, disciplined safety procedures, or divided communication and resistance to change. Opportunities and risks, such as modern technology, sustainable trends, changes in regulations, or confrontational competitors that may put pressure on the company to either uphold current standards or adopt new behaviours, such as more creative, agile, or cooperative working methods. (Speth, 2021)

· PESTLE and outside cultural influences
[image: ]
PESTLE emphasises how what is seen normal and essential within the engineering company and how it is determined by the larger overall environment. Particularly in areas within the company like construction, energy, and transportation, a culture of compliance, risk management, and sustainability is influenced by political, legal, and environmental concerns such as safety laws, building standards, net-zero policy, and infrastructure investment. The Engineering cultures are being pushed to become more learning-oriented and digitally confident by economic, social, and technological factors (such as skills shortages, work-life balance expectations, digital engineering, AI, and Building Information Modelling) that impact standards around the career growth of the company, innovation, collaboration, and flexibility. (Perkins & Robinson, 2025)





· Internal cultural alignment and McKinsey 7S
[image: ]

[bookmark: _Int_UoNCrR6L]The McKinsey 7S model looks at how the seven internal parts need to work together to achieve the required outcome and culture. Everyday life experiences are shaped by Hard elements, such as strategy, structure, and systems. Particularly within engineering companies, formal design review systems, safety management systems, and project-matrix structures have a significant impact on decision-making, communication styles, and attitudes towards high standards. Whereas, the Soft factors that immediately represent cultural factors include the employees, shared values, abilities, and attitude With the goal to encourage a culture where engineers feel responsible for design integrity and risk management, it is important that the engineering company values technical quality and safety (shared values) and will seek out and reward specialist knowledge (skills, staff) and require a supportive and highly skilled leadership approach. (Coffey, 2010)
The three techniques are combined in the engineering company to effectively understand and shape culture for example, PESTLE identifies the external pressures that make certain cultural traits—like safety, sustainability, innovation, and cost-consciousness—critical. Whilst SWOT maps the extent to which the current culture is a strength or weakness in meeting those pressures and opportunities and McKinsey 7S displays the internal changes in systems, structure, leadership style, skills, and people practices required to realign the company and gradually shift culture to support high performance. When combined, they enable management to move from general conversations about "culture" to actual changes in oversight of projects, technical standards, people management, and leadership behaviours based in the engineering environment and its operational surroundings.
What is the engineering company's organisational comparison of ethical behaviour and culture? What is the difference?
[image: ]
The organisational culture in the engineering firm refers to the typical "way we do things here," whereas ethical behaviour refers to how people and the company behave in respect to moral and professional standards, including public welfare, safety, and honesty. Though the two ideas are not the same, culture has a considerable influence on whether ethical behaviour is promoted, accepted, or undermined.
What does engineering's organisational culture mean?
Shared values, beliefs, customs, and behaviours that evolve over time and influence how engineers operate, interact, and make choices are referred to as organisational culture. This covers attitudes towards safety, quality, deadlines, innovation, raising issues, and how risk and cost trade-offs are managed in engineering firms. It is possible for a high-performing, technically focused culture to subtly put pressure on employees to fulfil budgets or deadlines in ways that could violate their ethics. (Continuous Improvement Culture Essential for Ethical Engineering, 2025)
What does ethical engineering behaviour involve?
According to the Engineering Council (2017) and IEEE (2023), ethical behaviour is a set of choices and acts that are in line with professional engineering requirements and more general values such safeguarding public safety, avoiding harm, being truthful, and preserving the environment. In fact, this includes revealing safety hazards, refusing to approve dangerous designs, being open and honest with clients and authorities, avoiding conflicts of interest, and putting the good for others ahead of financial gain or business interests. (Engineering Designer, 2023)
The relationship and differences between culture and ethics within the workplace.
Although they are in theory different, culture and ethical behaviour share similarities. Culture is descriptive it describes what usually takes place within the company, such as whether employees feel comfortable raising problems or whether taking short cuts is accepted Even though the current culture makes it challenging, ethical behaviour is normal and refers to what should take place in line with external professional standards, regulations, and rules. For instance, the engineering company may have a "strong delivery culture" those values achieving deadlines and discreetly resolving issues, but it may also avoid disclosing negative information, raising ethical concerns about health and safety. (Ethical Behaviour in the Workplace for Engineering Firms, 2021)
Why the difference is important for management
The Management within the engineering companies run the risk of believing that a positive culture automatically guarantees ethical behaviour if they treat culture and ethics as identical. Instead of bringing ethical principles into values and decision-making, making sure systems like project reviews, key performance indicators, and whistleblowing systems) that reward ethical choices, and safeguarding individuals who express concerns, leadership can actively align culture with ethics. This requires routinely assessing whether everyday culture is what people believe is necessary for success and aligns with professional ethical duties, particularly in the high-risk and safety-critical engineering environment. (Dizani et al., 2024)

Conclusion
Overall, creating a high-performance culture in an engineering workplace involves developing an atmosphere that makes it easy and rewarding for the engineers to provide high-quality, safe, and ethical work. Performance gains become self-reinforcing rather than reliant on immediate pressure or individual effort when the vision, structures, procedures, leadership behaviours, and training systems all support a particular goal. While ethical behaviour is measured in relation to external professional standards and obligations, culture determines what is considered normal and acceptable in engineering work.
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