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Developing a High-Performance Culture
1. [bookmark: _Toc213332602]Executive Summary 
This report critically evaluates how an aesthetic salon can strengthen its organisational culture to achieve sustainable high performance. It explores the interrelationship between culture, ethics and environmental context, using recognised frameworks including Schein’s cultural model, PESTEL, SWOT and the McKinsey 7S Framework. The salon’s culture seems high in professionalism, ethical integrity and client care, forming a strong basis for trust and quality services. However, dependence on the owner’s leadership and the absence of formal systems constrain scalability, collaboration and innovation. Externally, the business operates within an evolving and tightly regulated aesthetics industry where client expectations, digital technologies and social trends change on a regular basis that shape operational priorities.
To sustain a high-performance culture, the report recommends formalising professional development and feedback through regular one-to-one reviews, introducing a shared vision statement and ethical charter that embeds reflective learning to strengthen communication and accountability. Enhancing environmental awareness through periodic PESTEL reviews and integrating simple technological tools such as CRM systems, will further improve compliance, adaptability and client engagement.
Ultimately, the salon’s success depends on aligning ethical values, learning systems, and collaborative behaviours. Through cultural leadership and structured communication, the salon can evolve from an owner-led enterprise into a resilient, high-performing organisation built on trust, integrity and continuous development.
2. [bookmark: _Toc213332603]Introduction 
In the increasingly competitive aesthetics industry, a high-performance culture is not solely measured by business outcomes but by the behaviours, values and collaboration that enable sustained excellence (Siyaphat et al., 2024). Within the small independent aesthetics salon, culture manifests through learning, mutual support and professionalism in client care. High-performing organisations are often characterised by shared trust, clear communication and continuous development (Rabkin & Frein, 2021). Further research indicates that organisations with cohesive and ethically aligned cultures demonstrate higher client satisfaction and operational resilience (Bier, 2025). In the salon setting, every client interaction, feedback conversation and training opportunity becomes a mechanism for reinforcing culture. As a micro-organisation, the salon’s culture is shaped not only by its leader’s values, but also by external pressures such as regulation, client expectations and social media visibility. 
This report critically explores how the salon can strengthen its culture to achieve sustained high performance by first assessing the salon’s current culture and context using established cultural models (Schein, 1992; Handy, 1993; Hofstede, 1991). The second part evaluates its broader environment through PESTEL, SWOT and the McKinsey 7S Framework. The final part critically appraises the interrelationship between culture and ethical behaviour and aims to demonstrate how professional integrity drives collaboration and long-term success (Hsiung et al., 2021).
[bookmark: _Toc213332604]3.  Assessing the Culture and Context of the Aesthetic Salon 
[bookmark: _Toc213332605]3.1 Organisational Context
The salon operates as a micro‑enterprise specialising in non‑surgical aesthetic treatments, anti‑wrinkle injections, dermal fillers and is supported by two part‑time administrative/beauty assistants. This structure allows the owner to focus on high‑value technical treatments, but the lean staffing model also introduces significant strategic constraints. For instance, while the appointment‑booking tool (Booksy) optimises client flow (Gundzyeli, 2025), reliance on a single digital platform may limit broader digital engagement and fail to introduce AI‑driven marketing or analytics opportunities. Furthermore, the salon’s strategic purpose, delivering safe, high‑quality treatments that earn client trust and loyalty is sound. However, in a highly regulated, visibility‑driven aesthetics sector, the business is exposed to reputational and compliance risk, amplified by intensive social‑media scrutiny and evolving client expectations (Amoa‑Gyarteng & Dhliwayo, 2024). Internally, the owner‑centric decision‑making model enhances agility but also generates dependency (Rahman et al., 2025) where knowledge and compliance oversight are concentrated (Kumar et al., 2022), limiting succession planning, innovation and resilience to staff absence. Research on SMEs indicates that such centralised control, while facilitating agility, often constrains scalability and long‑term adaptation. Hence, although the salon’s operating context establishes the key foundations of professionalism, trust and client‑centred service, the current structural model introduces risks of constraint, limited knowledge sharing and constrained growth (Kiziloglu, 2022).
In conclusion, the salons current operation is heavily dependent on a single booking platform, integrated with social media alongside an owner led management structure. This offer leaves no flexibility for staff and relies on word of mouth for promotion. 
[bookmark: _Toc213332606]3.2 Organisational Culture
Organisational culture refers to the shared values, beliefs and behavioural norms that shape how people operate within an organisation (Schein, 1992). At the salon, three core cultural elements dominate: client‑centred professionalism, ethical integrity and continuous learning. Evidence of these values appears in the salon’s private treatment rooms, structured consultations and follow‑up processes, that all reinforce reliability and trustworthiness (Rahman et al., 2025). Yet, while these attributes align well with high‑performance service culture, the micro‑business context reveals tensions. Firstly, the dominance of the owner’s leadership, though beneficial for consistency, limits collective learning and distributed responsibility (Ayanponle, 2025). Literature on small medium enterprises (SMEs) emphasises that reliance on a single practitioner diminishes organisational agility and knowledge sharing (Franço et al., 2025). Secondly, while individual excellence is prized, the cultural emphasis on independence may suppress team‑based innovation, a dynamic supported by Hofstede’s dimensions (Hofstede, 1991) and evidenced in small‑firm studies showing that high individualism can hinder collaborative learning (Khan et al., 2025). Thirdly, the absence of formal feedback loops and documented personal‑development plans presents a cultural gap: while informal mentoring occurs, the absence of structured systems constrains continuous improvement (Edmondson, 2019; Uba et al., 2023). High individualism supports personal accountability but may fail team-based innovation, suggesting that structured collaboration mechanisms are needed to complement the prevailing culture (Bate et al., 2025).  The salon’s ethos shows safety, dignity and client care which values behaviours like being being respectful and aftercare given. To reinforce its ethos, the organisation can codify five shared values, integrity, safety, compassion, competence and accountability.  In micro-businesses, the everyday modelling of values by the owner is especially salient: when leaders demonstrate humility, transparency and care, the values move from posters to practice, strengthening psychological safety and client trust (JCCP, 2023).
In summary, the salon’s culture clearly supports trust, ethical practice and client focus, yet the structural and behavioural underpinnings of the organisation inhibit the evolution of a genuinely high‑performing, collaborative culture.
[bookmark: _Toc213332607]3.3 Contextual Influence 
The salon’s cultural and operational profile is shaped by three interconnected contextual forces: industry norms, the micro‑business structure and client expectations. The aesthetics industry mandates strict accreditation, hygiene standards and risk management, driving a culture of safety, professionalism and compliance (Rahman et al., 2025). These demands promote trust but may restrict flexibility and stifle innovation if staff become overly deference‑driven (Rodgers, 2024). The small‑business structure enables personal leadership and a lean cost base, yet research shows that small teams with concentrated decision‑making face greater risk of disruption if the owner or key practitioner is absent. Client expectations further sculpt culture where clients demand high professionalism, safety and personalised service, imposing ongoing performance pressure, but also raising the stakes of service failure or reputational harm. This trio of influences supports professionalism and client‑focus, but it may enforce constraints on innovation, delegation and learning. The interplay between culture and context, places the salon in a double bind. It benefits from strong client‑centric norms and trust‑based relationships but may navigate structural and contextual limits that can inhibit sustainable high performance (Agravat & Macwan, 2024).
Overall, the salon’s culture reflects a careful balance between professionalism and operational constraint. Client driven factors reinforce high standards and reliability, however regulations create limitations that may affect innovation, creation and long-term sustainability. 
[bookmark: _Toc213332608]3.4 Critical Assessment
What, where, who, when, how and why method will be used to critically evaluate how well the salon’s present culture promotes high performance, to identify gaps and to recommend targeted improvements.
3.4.1. What is the culture delivering? 
The salon’s culture delivers professionalism, ethical practice and strong personal accountability. These cultural attributes produce consistent, high-quality services and a strong client trust (Schein, 1992; Rahman et al., 2025). The downsides are limited formal communication, few documented staff development processes, centralised decision-making and constrained knowledge sharing. These constraints reduce redundancy, inhibit scalable service delivery and limit innovation (Ansari & Tasleem, 2022; Elshaer & Saad, 2022).
3.4.2 Where do Strengths and Weaknesses appear in the organisation? 
Strengths lay within client consultations, private areas for treatments and in the owner’s leadership behaviour modelling high standards that create credibility, projecting professionalism and promoting client reviews towards the organisation. Weaknesses appear in administrative and developmental areas as there are no formal personal development plans (PDPs), no documented one-to-ones, limited customer resource management (CRM) and no formal feedback loops for staff learning and service improvement (Wu et al., 2024).
3.4.3	Who is responsible and who benefits or loses?
The owner holds responsibility, benefiting the staff from close mentoring but leaves them vulnerable to inconsistent development and unclear progression. The clients benefit from consistency but face service risk if the owner’s capacity is constrained. The organisation loses potential resilience and the capacity to grow if their knowledge and decision authority remain concentrated (Guluma, 2021).
3.4.4 When? When do cultural issues show up?
Cultural weaknesses are demonstrated when the owner is the only lead practitioner and client demand their services over less-qualified staff. When introducing new treatments, having employees who offer different treatments may cause risk when there is no feedback on the treatment, no compliance or incident reviews are required, as they become acute when staff absence or turnover occurs, creating service disruption and knowledge gaps, however this can be a difficult weakness to overcome when funds are not readily available or there is not enough demand for two employees to offer the same services (Erdiaw-Kwasie et al., 2023).  
3.4.5	How? How does culture operate to produce these effects?
The salon operates its culture by encouraging informal routines, blended learning, such as observations and informal feedback and these reinforce short-term performance but fail to embed learning systems (Edmondson, 2019). The salon’s high individualism and low formalisation (Minkov & Kaasa, 2022); small medium enterprise (SME) that produce speed and personalised care but undermine models of accountability, which are necessary for sustained high performance.
3.4.6 Why have these cultural patterns emerged?
Patterns stem from the micro-business structure with a small team and limited resource, regulatory pressures that prioritise safety and owner accountability, that create choices to prioritise client delivery over administrative process. Resources lacking in time and funds, elevates reliance on the owner rather than investment in formal HR/quality systems (Khan et al., 2025). Relationships within the salon operate through two overlapping systems. Formal ties include supervision, one-to-one reviews, clinical governance (incident/near-miss logs), product supplier agreements, and data-protection responsibilities. Informal ties include day-to-day mentoring, ad-hoc case discussion, and peer shadowing. While informal exchange supports agility and problem-solving, over-reliance can create inconsistency and knowledge silos. A simple RACI for key processes (consent, stock control, emergency kit checks, complaint handling) that clarifies who is Responsible, Accountable, Consulted, and Informed. This reduces ambiguity, maintains collegiality and builds resilience when the owner is absent (Lee et al., 2021). 
3.4.7 What if? The Scenarios and Risks
Things to consider are when the owner becomes unavailable, this creates immediate service gaps, increased risk of errors, loss of client trust and income disruption, depending on the frequency of being unavailable. If staff are upskilled without retention measures, this may cause concerns around staff retention or risk staff mobility if failing to upskill risks stagnation and burnout (Ansari & Tasleem, 2022).
What if a compliance incident occurs and documentation is sparse?  This might create reputational damage and regulatory exposure.
3.4.8	So what? Implications for performance and sustainability
The current culture enables reliable, ethically strong performance in the short term but creates fragility for long-term growth. Without action, the salon might face a single point of failure and risk capacity to adopt new treatments, constrained ability to evidence CPD and compliance and missed opportunities to convert tacit learning into competitive advantage (Kiziloglu, 2022; Wu et al., 2022).
3.4.9	What next? Practical, evidence-based improvements (with priority, ownership and metrics)
To strengthen the salon’s high-performance culture and address gaps, interventions can be recommended, like introducing regular documented one-to-ones and personalised development plans (PDPs) would formalise staff development, clarify expectations and support retention (Edmundson, 2019). Integrating a CRM would enhance compliance and data-driven decision-making; however, adoption may face barriers from staff unfamiliarity and limited time for system training, which could initially reduce efficiency (Wu et al., 2022). Establishing structured reflective practice sessions would further embed learning. Monthly review procedures and near misses would convert tacit experience into shared knowledge, improving safety culture and continuous improvement (Edmondson, 2019). Accredited training combined with mentoring and tiered pay would build competence while managing turnover risk, promoting organisational resilience (Ansari & Tasleem, 2022). Finally, co-creating a vision statement and three strategic priorities with staff would align operations with long-term goals and distribute accountability. Collectively, these interventions, formalised development, enhanced governance, reflective learning, structured upskilling, and shared vision, would transition the salon from owner-dependency to a collaborative, high-performing culture built on learning, accountability, and sustainable growth.
Overall, the salon’s culture contains many of the ingredients of a high-performance environment, ethical practice, client focus and accountability, but these are currently delivered informally and concentrated around the owner. By converting these strengths into sustainable high performance will require formalising procedures that implement a few lightweight systems (documented one-to-ones/PDPs, CRM records, reflective practice), clarifying vision and distributing responsibility. 
[bookmark: _Toc213332609]4. Evaluation on the Aesthetic Salon and the environment
[bookmark: _Toc213332610]4.1 Introduction to Environmental Evaluation
Environmental evaluation enables Beautifully Aesthetic to anticipate external pressures and align its internal systems to sustain a high-performance culture. For a micro-enterprise in the regulated and image-driven aesthetics sector, awareness of external dynamics is vital for competitiveness, ethical integrity, and resilience (Gunduzyeli, 2025). Using PESTEL, SWOT, and the McKinsey 7S Framework provides an integrated view of how internal culture interacts with the external environment.
[bookmark: _Toc213332611]4.2 PESTEL Analysis 
Political and Legal. Stricter regulation and licensing standards in the UK aesthetics industry enhance safety but increase administrative and financial burden (Rahman et al., 2025). Continuous professional development is now mandatory, reinforcing credibility but demanding time and cost investment. Non-compliance could jeopardise reputation and revenue (Legislation.gov.uk, 1974).
Economic and Social. Cost-of-living pressures have reduced discretionary spending, heightening competition among clinics, yet social acceptance of non-surgical procedures and the influence of social media create opportunities for growth (Agravat & Macwan, 2024). Ethical communication and transparent consultation remain vital to balancing client demand with safety.
Technological and Environmental. Tools such as Booksy improve operational efficiency, though reliance on a single platform constrains data management. Integrating a CRM would enhance client follow-up, compliance tracking and marketing (Wu et al., 2022). Environmentally conscious operations, eco-friendly waste disposal and sustainable product sourcing, can further strengthen reputation and align with consumer values (Lepistö et al., 2023).
In summary, the external landscape offers digital and social opportunity but presents regulatory and financial constraints. To sustain high performance, the salon must embed compliance, technology literacy and sustainability into daily operations (Kiziloglu, 2022).
[bookmark: _Toc213332612]4.3 SWOT synthesis 
Strengths include trusted leadership, client loyalty and a professional reputation (Schein, 2010). Weaknesses lie in owner dependency, limited scalability, and informal HR systems (Edmondson, 2019). Opportunities involve digital expansion, training diversification and local-business grants (CIPD, 2025), while threats stem from regulation, economic volatility and market saturation. The interaction between these elements highlights that internal weaknesses amplify external threats, particularly where documentation and delegation are limited.
In summary, the analysis indicates that while the salons strong reputation and clients build a solid foundation, vulnerabilities, particularly in delegation, intensify exposure to external risks. 
[bookmark: _Toc213332613]4.4 McKinsey 7S alignment
Strategy focuses on client quality rather than diversification; structure remains flat and owner-led, limiting knowledge sharing. Systems like Booksy are efficient but fragmented. Shared values, safety, professionalism and care, are strong yet informal. Leadership style is supportive but directive, suggesting scope for participative approaches that enhance learning (Amoa-Gyarteng & Dhliwayo, 2024). Staff demonstrate skill and commitment but lack digital and managerial development (Gunduzyeli, 2025). Aligning systems and structure with these values through formal processes such as PDPs, CRM usage and reflective meetings would create a more cohesive high-performance environment.
The salon’s strategy prioritises client quality over diversification, supported by strong cultural values of safety and professionalism. However, the owner-led structure and lack of systems restrict knowledge sharing and development. Greater alignment between values, structure and systems, through formal processes like PDPs, CRM integration and reflective practice, could enhance cohesion, learning and overall performance.
[bookmark: _Toc213332614]4.5 Evaluation and Conclusion
The PESTEL, SWOT and 7S analyses reveal that the salon’s ethical and client-focused culture is a major strength, yet over-centralisation constrains adaptability. External regulation reinforces professionalism but increases reliance on the owner. Strategic improvement requires distributing accountability, formalising staff development, and leveraging technology for compliance and communication. Embedding these actions would transform the salon from a reactive, owner-centred business to a learning-oriented enterprise capable of sustaining high performance through adaptability and shared responsibility (Edmondson, 2019; Rahman et al., 2025).
[bookmark: _Toc213332615]5. Critically Appraise Cultural and Ethical Behaviour (600 words)
[bookmark: _Toc213332616]5.1 Defining Culture and Ethical Behaviour
Ethical behaviour in the workplace encompasses honesty, fairness, respect, and integrity, principles guiding individual conduct and collective decision-making (Treviño & Nelson, 2016). Organisational culture represents the shared values and assumptions that shape behaviour (Schein, 2010). The relationship between ethics and culture is mutually reinforcing ethical norms define acceptable conduct, while culture embeds these standards through daily practice. In micro-businesses such as the aesthetic salon, this dynamic is intensified because the owner’s behaviour largely determines ethical tone, influencing not only compliance but also trust, motivation, and collaboration (Bier, 2025). In a practitioner-led setting, personal moral commitments strongly shape organisational outcomes. The owner’s belief in do-no-harm, truthful representation of likely results, and equitable treatment of clients (irrespective of age, background, or ability to pay) sets the ethical tone and reduces unwanted decisions. This personal stance operationalises as conservative clinical thresholds, unpressured cooling-off periods and refusal of procedures where risk/benefit is unfavourable. It also supports fair pricing, transparent refund/complaints processes, and the avoidance of exploitative marketing (e.g., before-and-after imagery without context). Making these personal beliefs explicit in a short practitioner ethical statement shared with clients and staff, clarifies expectations, builds consistency and provides a reference point for supervision and reflective practice (General medical council, 2024).
In summary, ethical behaviour and organisational culture are interdependent, with each shaping the other. In a small salon context, the owner’s conduct is central to establishing the ethical tone, directly influencing trust, compliance, and workplace cohesion.
[bookmark: _Toc213332617]5.2 Ethical Culture 
[bookmark: _Toc213332618]In the aesthetics industry, ethical responsibility is particularly visible through clinical integrity, informed consent, and patient safety (Rahman et al., 2025). Practitioners must balance commercial viability with medical ethics by ensuring that every treatment is safe, justified, and clearly communicated. Transparency around risk, aftercare, and pricing fosters client trust and reinforces ethical culture. At Beautifully Aesthetic, ethical practice manifests through pre-treatment consultations, data protection compliance, and post-treatment care. Refusing procedures that compromise safety, even when financially attractive, demonstrates integrity and strengthens the salon’s ethical brand identity (Wilson, 2024). However, the absence of a structured ethics policy or documented code of conduct introduces risk: without explicit frameworks, ethical consistency relies heavily on the owner’s judgement rather than shared organisational standards (Kiziloglu, 2022).
In summary, ethical responsibility in the aesthetics industry centres on safety, transparency, and professional integrity. While the salon upholds these values through ethical decision-making and client care, the lack of a formal ethics policy leaves ethical practice dependent on the owner’s discretion rather than consistent organisational standards.
5.3 Critical Appraisal
Using Toulmin’s (1958) model of argumentation, the claim that “a strong ethical culture drives sustainable performance” is supported by evidence linking transparency and client trust with loyalty and reputation (Hsiung et al., 2021). The warrant, ethical consistency enhances credibility, is backed by regulatory guidance requiring practitioners to uphold patient welfare. However, counterarguments emerge when commercial pressures and client demand encourage over-treatment or rushed procedures. Pearson’s RED model, recognise assumptions, evaluate arguments and draw conclusions, helps identify where implicit assumptions (e.g., that ethics always reduce profitability) may distort decisions. In practice, ethical integrity often enhances brand differentiation and client retention, demonstrating that moral and commercial success can coexist (Dufera et al., 2023). 
Applying Chatfield’s (2018) critical thinking approach, analysis, evaluation and synthesis, reveals that ethical decision-making within the salon is intuitive rather than systemic. Analysis shows strong personal values; evaluation exposes limited formal documentation; synthesis suggests that embedding reflective debriefs and shared learning after complex cases would institutionalise ethical reasoning. Therefore, while the existing culture supports ethical outcomes, its dependence on individual judgement rather than collective standards constrains resilience.
[bookmark: _Toc213332619]5.4 Synergies Between Culture and Ethics
Ethics and culture are shared values of professionalism, safety and honesty that underpin trust and collaboration (Edmondson, 2019). When employees share ethical norms, psychological safety improves, enabling open discussion about mistakes without fear of blame. This transparency is critical in clinical aesthetics, where error concealment could endanger clients. Conversely, ethical erosion can occur under time pressure, social-media competition, or client insistence on unrealistic results (Agravat & Macwan, 2024). Regular CPD sessions and peer discussions help mitigate such risks by refreshing knowledge and aligning personal values with professional expectations. Research by Lepistö et al. (2023) shows that organisations integrating ethics into operational systems, such as through standard operating procedures and reflective training, achieve greater innovation and sustainability. In this sense, ethics is not a compliance burden but a catalyst for performance, guiding decision-making through clear moral boundaries while fostering unity and purpose.
To conclude, ethical behaviour is both the foundation and reflection of a high-performance culture. At the salon, ethics are deeply embedded through professionalism and care but remain dependent on informal norms. Strengthening ethical practice requires translating values into visible systems: a written code of conduct, routine reflective meetings, and transparent communication channels for ethical concerns. Incorporating regular CPD ethics refreshers and embedding a feedback culture would sustain integrity while enhancing learning and collaboration. Ultimately, aligning culture and ethics transforms the salon from a values-driven microbusiness into a resilient, high-performing organisation capable of balancing profitability with professional responsibility.
5.5 Sustainability & CSR
Sustainability at the salon extends beyond recycling to include social responsibility in the supply chain and fair work. A concise CSR framework can rest on four pillars: Prioritise suppliers with published human-rights statements and modern-slavery clauses; avoid products linked to exploitative sourcing or animal cruelty and communicate criteria openly so clients see how purchases align with values. Offer written contracts, fair scheduling, guaranteed breaks and transparent pay progression linked to accredited skills. Provide funded CPD and safe-practice training time. Adopt a speak-up policy enabling staff to raise ethical or safety concerns without reprisal, with a named champion (the owner) and an external escalation. Implement a reduce-reuse-responsibly dispose hierarchy: minimise single-use where clinically safe; choose recyclable/biodegradable consumables, for example. Add a short paragraph in the annual review summarising actions taken, issues encountered and next-year goals. Even light-touch reporting builds credibility aligns the team ( Karuppiah et al., 2022). 
Embedding CSR into induction, procurement, and reviews creates cultural “stickiness”: sustainability becomes how the clinic works, not an add-on.
[bookmark: _Toc213332620]6. Conclusion & Recommendations 
[bookmark: _Toc213332621]6.1 Conclusion 
The evaluation of the aesthetic salon demonstrates that culture, ethics and environmental awareness are inseparable drivers of high performance within micro-enterprises. The salon’s strong ethical foundation, centred on professionalism, client care, and accountability, has established a reputation of trust and quality. However, analysis across the cultural, contextual, and environmental dimensions reveals that sustaining this high-performance culture requires formalised systems, distributed leadership and continuous adaptation to external change.
A key finding is that ethical and professional culture directly enhances performance. The salon’s commitment to safety, transparency and regulatory compliance has become both a moral and strategic asset, strengthening client confidence and repeat business (Rahman et al., 2025; Wilson, 2024). Yet, this ethical strength currently relies on the owner’s leadership rather than collective cultural mechanisms. Embedding structured processes, such as documented performance discussions, feedback systems, and ethical codes of practice, would convert these individual values into institutionalised behaviours (Schein, 2010; Edmondson, 2019).
Second, environmental awareness is central to adaptability. The PESTEL analysis highlighted that regulation, technology, and social trends continuously reshape client expectations (Lepistö et al., 2023). By systematically reviewing environmental data, through annual PESTEL and SWOT updates, the salon can anticipate risks such as changing licensing laws or digital competition while identifying opportunities for innovation, including sustainability initiatives and AI-based marketing (Gunduzyeli, 2025). Environmental scanning, therefore, becomes a mechanism for resilience rather than reaction.
Third, achieving a sustainable high-performance culture requires alignment between values, systems, and behaviours. The McKinsey 7S framework revealed that shared values and professionalism are strong but under-supported by structure and systems. Implementing light-touch governance, such as a simple CRM for client documentation, structured one-to-ones, and reflective learning sessions, would enhance consistency, data-driven decision-making, and staff accountability (Wu et al., 2022). These interventions would allow knowledge to flow across the team, promoting collaborative learning rather than reliance on the owner.
[bookmark: _Toc213332622]6.2 Recommendations
1. Develop a shared vision and ethical charter to formalise the salon’s purpose, embedding safety, integrity, and professionalism as collective goals. This aligns individual motivation with organisational identity, reinforcing ethical unity (Treviño & Nelson, 2016).
2. Introduce structured feedback and team development sessions, including quarterly one-to-ones and monthly reflective huddles. These will foster open communication, identify training needs, and strengthen psychological safety (Edmondson, 2019). Communication channels High-reliability micro-organisations use short, predictable communication cadences. A pragmatic model is: Daily: 5-minute stand-up (today’s bookings, risks, equipment issues). Weekly: 15-minute operations check (stock, adverse reactions, social/media queries). Monthly: 45-minute reflective meeting (case review, near-misses, learning points). Quarterly: PDP check-ins (progress, wellbeing, next skills).
3. Regularly review environmental trends through biannual PESTEL assessments and social media analytics to anticipate market shifts and regulatory changes. This ensures strategy remains evidence-informed (Kiziloglu, 2022).
4. Promote wellbeing and inclusion by managing workloads, recognising achievements, and maintaining transparent communication. Research suggests that inclusive and supportive environments improve retention and innovation (Lepistö et al., 2023).
5. High-reliability micro-organisations use short, predictable communication cadences. A pragmatic model is:
[bookmark: _Toc213332623]6.3 Final Reflection
Ultimately, cultural leadership, the ability to translate values into practice, is the foundation of sustained high performance. At the salon, this means evolving from an owner-led enterprise into a learning organisation where ethical integrity, collaboration and adaptability coexist. By aligning culture, ethics and strategy through continuous reflection and structured communication, the salon can maintain its reputation for excellence while keeping a resilient, future-ready workforce.
[bookmark: _Toc213332624]7. References
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