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Organisational culture can be described as a collection of shared values, beliefs and behavioural norms that influence the way employees behave and relate to each other as well as to organisational performance (Williams, 2022). It also affects decision making process, pattern of communication, leadership behaviour and their response to environmental pressures. Good organisational culture helps in strategic alignment and employee motivation whereas a weak or poorly aligned culture may inhibit innovation and effectiveness of operation. Walmart is a multinational retail company with a presence in the world markets where it conducts its business involving brick-and-mortar stores and online retail stores. The retail giant has gained a good image of offering cheap products under an incredibly efficient operation model based on cost leadership and customer focus principles. This interview is informed by written report that has examined the organisational culture of Walmart. Analyzing the impact of cultural beliefs on its organizational structure, management style, and communication, strategies, and external flexibility. It is a critical application of theoretical frameworks of organisational culture and evaluates the strengths and weaknesses and then proposes recommendations to improve the cultural performance and the long term competitiveness.
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The organisational culture of Walmart is strongly involved in influence of the internal behaviours, strategic decisions, and the overall effectiveness in operation(Martínez-Caro, Cegarra-Navarro and Alfonso-Ruiz, 2020). The overall organisational culture has been rooted in the satisfaction of customers, low-cost leadership and operational efficiency, as this has helped cement the long-held brand reputation of the company to offer low prices every day. The cultural values promote waste reduction behaviours that promote the existence of a supply chain culture which ensures that actions focus on quality of service in all customer facing interactions. The performance of the employees is supposed to be aligned with these cultural expectations and this strengthens high performance, cost-consciousness and resourcefulness within the entire organisation. 
The culture and structure correspondence at Walmart is especially remarkable. The organisation is a centralised hierarchical structure where the strategies are mainly determined at the corporate level and passed down to the regional and store operations. This hierarchy assures that there are consistency, control and coordination of Walmart corporate functions across the thousands of stores around the world and it also helps in the cost-leadership strategy of Walmart, through consistency, control, and coordination of operations by the corporate. Even though this strategy allows a quick execution of solutions made at the executive level, it may inhibit independence as well as sensitivity to the local conditions. 
The organisational structure of Walmart that is functional as employees in stores and departments strive towards common department goals is a sign of the culture of organisation that values task orientation and performance outcomes measurability. The aim of the store managers is to meet the goals like inventory turnover, customer satisfaction ratings, and efficiency indicators to discuss the fact that the role expectations and operational responsibility are defined directly by the organisational culture.

[bookmark: _Toc214898216]Leadership, Team Communication, and Decision-Making
Walmart leadership is mostly top-down and this is a performance-oriented-based performance-driven culture that ensures accountability. Top executives are supposed to spearhead organisational beliefs and exhibit actions that support the belief of economies, frugality, customer centricity, and operational discipline. Decision-making is very information based and strategic decisions are informing on the basis of financial metrics and operation results particularly in places where cost saving and process improvement opportunities are available (Eisenberg, Post and DiTomaso, 2019). 
The communication within the organisation is formal and structure based whereby the corporate-level-based approaches, policies, and operating guidelines are down-flowed to the store managers and frontline employees. This technique makes sure that it follows centrally stipulated goals but it lacks the flexibility in changing practices to local requirements. There is a small upward communication channel and as such, employee input in terms of information and feedback might fail to penetrate the strategic decision making processes. 
Teamwork at Walmart normally has the results-based orientation where a cross functional team work is geared towards attainment of specific productivity goals rather than acceptance of innovation and/or knowledge sharing. Although this aids efficiency, it can be a limitation to creativity. This has led to conflicts between operational goals and employee wellbeing as workers tend to focus on short operational activities at the expense of long term development or process improvement.
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Schein views of three levels of Organisational Culture offers a critical understanding of the organisational culture of Walmart. At the artefact level, cultural elements are observable in their store plans, which maximize efficiency of their stores, using technology in their checkouts and their branding messages that help them to sustain their everyday low prices. These open characteristics support the line of cost-leadership and operational control at Walmart. Some of the espoused values in the organisation are customer satisfaction, respect to people, and commitment to low-priced goods. Such values are incorporated into behaviours and are the foundation of the employee expectations and performance standards.
 On the lowest level, the fundamental underlying assumptions of Walmart are a belief that the competitive advantage is obtained based on minimising costs, maximising efficiency and optimising large scale operations. These assumptions inform decision making at any organisational level, and are subliminal in nature and determine how the culture is resistant to alternatives.
Cultural dimensions by Hofstede also explain behavioural trends in Walmart (Favaretto, Musse and Costa, 2019). The organisation is characterised by high level of individualism especially in the United States where performance is determined by individual responsibility and compensation that depends on the quantifiable results. Hierarchical structuring has created power distance, but leadership is friendly. But although efforts are made to promote free communication, the power of the decision is still centralized. This gives a conflict between the centralisation and empowerment aims.
The cultural typology developed by Handy places Walmart in the category of a task-focused culture that is focused on point responsibilities, goal accomplishment, and performance standards. This enhances consistency and efficiency at the expense of innovation and learning amongst organisations.
The theoretical models have advantages to the analysis of culture. Schein offers a profound understanding of the unaware cultural motivation whereas Hofstede elucidates how the national culture influences organisational value and behaviour. However, the shortcomings of both models are that subconscious constituents of Schein are hard to quantify, and the generalisation of Hofstede might fail to record variations among various markets of Walmart.
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The responsiveness to globalisation, changes in technology and rising competition is an availability of strong cultural alignment in Walmart with the external environmental demands (Alawwad, 2024). The culture of the organisation based on efficiency allows adapting quickly to evolving retail conditions, and this allows the corporation to penetrate foreign markets and diversify the principles of operations. The powerful base of cost-leadership has enabled Walmart to harmonise operations in all markets around the world and provide low prices of goods. 
The cultural change of Walmart has rapidly increased with the increase in the adoption of e-commerce, especially the introduction of digitalization and the expansion of omnichannel retailing. The acquisitions of Jet.com as well as the strategic alliance with Flipkart in India are some of the examples of investing in a culture that helps Walmart to adjust to the digital markets. Likewise, such innovations as self-checkout systems and trial works with drone delivery are some of the efforts to use technology to improve the customer experience. Efficiency and innovation within the cultural value trends facilitate this change, but it is sometimes slowed down by a fixed set of practices.
The looming aggressive competition, which is mainly that of Amazon, has made Walmart focus on the customer experience innovation, thus resulting in strategic digital expansion and modernisation efforts (Bolton et al., 2018). These changes underline the need to be culturally agile in order to remain competitive.
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Irrespective of its powers, the organisational culture of Walmart poses few operational constraints that impact innovation, communication, and flexibility (Horan et al., 2020). Singular embedded cost-efficiency values create change resistance especially when the strategic changes demand heavy investments. As an illustration, initial difficulties in adoption of e-commerce were caused by the kind of tensions between the traditional store systems and new digital retailing systems. Top-down decision making has also led to narrowed business functions, which have reduced cross-functional working and slowness in responding internally to market feedbacks.
 Power hierarchies are supported by communication barriers, which undermine employee engagement and limit bottom-up innovation opportunities. These problems have effects on customer experience, organisation learning and transformational development. These cultural constraints bring out the necessity to have a balance between control and creativity. The organisation can easily be overtaken by more agile organisations unless there is cultural reform.

[bookmark: _Toc214898220]Impact on Organisational Performance and Recommendations
Walmart culture plays a major role in organisational performance, which creates high productivity, effective utilisation of resources, and proper supply chain management. The culture of strong cost-leadership enables competitive pricing mechanism to promote the dominance of the market and customer loyalty. Performance based practices encourage workers to work towards attainable outputs. 
But the same culture has negative effects of employee burnout, low job satisfaction and staff turnover at lower levels. The emphasis on performance measures results in transactional work relations and reduces chances of self-development. Moreover, too much focus on efficiency may limit risk-taking, decrease the possibility of innovation, and decrease differentiation in an extremely competitive digital retail industry.
Suggestions will involve a culture of innovation whereby experimentation and employee empowerment will be encouraged to bring ideas on board. The teamwork and responsiveness would be enhanced by improving the communication networks and minimizing the departmental boundaries. Culture and digital transformation strategies would serve long-term organisational sustainability, as well as investing in employee wellbeing facilitated by development programs and work-life balance programs (Nene and Pillay, 2019).
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Conclusion
Walmart has a strong organisational culture which is a key contributor to operational success in terms of organisational structure, the leadership behaviour, decision making and adapting with changes. The global competitiveness is supported by cultural strengths such as efficiency, cost control and customer focus. Nevertheless, the absence of innovations and staff satisfaction are complicated by culture barriers, including resistance to change, operations and communication restrictions within silos. In order to remain successful in a fast-paced retail landscape, Walmart has to develop the culture of adaption, which will help foster innovation, cooperation, and employee involvement. Planned cultural development will make the organisation stronger, competitive, and at the same time improve its internal work and external sensitivity.
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