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[bookmark: _Toc214793810]Developing a High-Performance Culture
1. [bookmark: _Toc214793811]Executive Summary 
This report critically assesses the way in which an aesthetic salon can enhance its organisational culture to achieve sustainable high performance. It looks at how ethical culture, ethics and the environmental connect, using recognised frameworks including Schein’s cultural model, PESTEL, SWOT and the McKinsey 7S Framework. The salon is viewed as professional, offering honest services that care for their clients, building trust and offer a simple review process. However, relying on the owner’s leadership, with no formal systems in place, may constrain the salons’ ability to scale, collaborate or create innovation. In addition, the aesthetics industry is always evolving around regulations, where client expectations, digital technologies and social trends change regularly and shape operational priorities.
To be able to sustain a high-performance culture, the report recommends formalising professional development and feedback through regular reviews, offering a shared vision culture with ethical morals, which embeds reflective learning and helps to strengthen communication, and accountability. Enhancing environmental awareness through periodic PESTEL reviews and integrating digital tools such as CRM systems, will further improve compliance, adaptability and client engagement.
The salon’s success depends on its culture 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: _Toc214793812]Introduction 
The aesthetic industry is becoming more competitive; therefore, a high-performance culture is not only about business results, but also about the behaviours, values and teamwork that make excellence last (Siyaphat et al., 2024). In the small independent aesthetics salon, culture is identified through learning, helping each other and being professional when caring for clients. High-performing organisations frequently exhibit shared trust, transparent communication and ongoing development (Rabkin & Frein, 2021). Subsequent research reveals that organisations possessing cohesive and ethically aligned cultures exhibit elevated client satisfaction and operational resilience (Bier, 2025). In the salon, every interaction with a client, feedback conversation and training session is a way to strengthen the culture. The salon's culture is shaped by the values of its leader and by outside forces like rules, client expectations and how visible it is on social media. 
This report critically explores how the salon can strengthen its culture to achieve sustainable high performance through assessing the salon’s current culture and context using established cultural models (Handy, 1993; Hofstede, 1991; Schein, 1992). The second part evaluates the 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: _Toc214793813]3.  Assessing the Culture and Context of the Aesthetic Salon 
[bookmark: _Toc214793814]3.1 Organisational Context
The salon is a small business that specialises in non-surgical beauty treatments like anti-wrinkle injections and dermal fillers. Working staff consist of two part-time beauty assistants and the lead practitioner as the manager. This structure lets the owner focus on high-value technical treatments, but the lean staffing model  puts strategic limits on the business. For example, the appointment-booking tool (Booksy) improves client flow (Gundzyeli, 2025), but depending on just one digital platform may make it harder for people to use other digital platforms and miss AI-driven marketing or analytics chances. Also, the salon's main goal of providing safe, high-quality treatments that build trust and loyalty, is a good one, but in the aesthetics industry, which is heavily regulated and focused on visibility, the business is at risk of damaging its reputation if the rules are not followed. This risk is worse by the intense scrutiny on social media and changing client expectations (Amoa-Gyarteng & Dhliwayo, 2024). Internally, the owner-centric decision-making model increases flexibility but also creates reliance (Rahman et al., 2025), where knowledge and compliance oversight are centralised (Kumar et al., 2022), which makes it harder to plan for succession, come up with new ideas and deal with any staff absences. Studies on small to medium enterprise’s (SMEs) reveal that centralised control, although promoting agility, frequently hinders scalability and long-term adaptability. Although the salon's operating context sets the main standards for professionalism, trust and services centered around clients, the current structural model makes it harder to share knowledge and grow (Kiziloglu, 2022). In conclusion, the salon's current business model relies heavily on a single booking platform that works with social media and is run by the owner. This offer does not give staff any freedom and relies on word of mouth to get the word out. 
[bookmark: _Toc214793815]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 show:  client‑centred professionalism, 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 praised, 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). Working individually supports accountability but may fail team-based innovation and may suggest that by encouraging collaboration, this helps to support the salon’s working culture (Bate et al., 2025). The salon’s ethos shows safety, dignity and client care which values behaviours like 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: _Toc214793816]3.3 Contextual Influence 
The salon's culture and way of doing business are shaped by three interconnected contextual forces: industry standards, the micro business structure, and what clients expect. There are strict rules in the aesthetics industry about accreditation, hygiene and risk management. This makes the workplace safe, professional, and compliant (Rahman et al., 2025). These demands help build trust, but if employees are too compliant, they may make things less flexible and stop innovative ideas from coming up (Rodgers, 2024). The small business structure lets people lead and keeps costs down. But studies show that small teams that make decisions together are more likely to fall apart if the owner or key practitioner is not there. Client expectations shape culture even more because they demand important levels of professionalism, safety, and personalised service. This makes it more important for employees to do an excellent job all the time, but it also makes it more important for them to do an excellent job if service fails or reputation suffers. These three things push people to be professional and put the client first, but they might make it harder to be creative, delegate tasks, and learn. Because of how culture and context work together, the salon is in a double bind. It has strong client-centered norms and relationships built on trust, but it may have to deal with structural and contextual limits that make it hard to keep up high performance over time (Agravat & Macwan, 2024).
In general, the salon's culture shows a careful balance between being professional and having to follow rules. Client-driven factors uphold ambitious standards and reliability; however, regulations impose constraints that may hinder innovation, creativity and long-term sustainability. 
[bookmark: _Toc214793817]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 (Rahman et al., 2025;  Schein, 1992). 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? 
The business has strengths in client consultations, limited treatment areas, and the owner's leadership style, which sets ambitious standards that build trust, show professionalism, and encourage clients to write reviews. There are problems with administration and development, like not having formal personal development plans (PDPs), not keeping records of one-on-ones, not having enough customer resource management (CRM) and not having 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?
When the owner is the only lead practitioner and clients want their services over less-qualified staff, it shows that the culture is weak. When new treatments are introduced, having employees who offer different treatments can be risky if there is no feedback on the treatment, no compliance, or incident reviews are needed. This is especially true when staff members are absent or leave the company, which can cause service disruptions and knowledge gaps. However, this is a hard problem to solve when there is not enough money or 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 come from the small team and limited resources of a micro-business, as well as regulatory pressures that put safety and owner accountability first. These pressures make it possible to put client delivery ahead of administrative processes. When resources are short on time and money, people rely more on the owner than on formal HR and quality systems (Khan et al., 2025). There are two systems that work together to create relationships in the salon. Supervision, one-on-one reviews, clinical governance (incident/near-miss logs), product supplier agreements and data-protection responsibilities are all examples of formal ties. Informal ties include mentoring daily, case discussions that come up on the fly and peer shadowing. Informal exchange can help with flexibility and problem-solving, but relying too much on it can lead to inconsistency and knowledge silos. A simple RACI for important processes like getting permission, keeping track of stock, checking emergency kits and dealing with complaints. This makes it clear who is responsible, accountable, consulted and informed. This makes things less unclear, keeps people working together and makes them more resilient when the owner is not there (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 salon’s culture currently allows staff to do well in the short term, but it makes it hard to grow in the long term. If nothing is done, the salon could have a single point of failure and lose the ability to adopt new treatments, show evidence of CPD and compliance, and take advantage of opportunities to turn tacit learning into a competitive edge (Kiziloglu, 2022; Wu et al., 2022).
3.4.9	What next? Practical, evidence-based improvements (with priority, ownership and metrics)
Setting up regular documented one-on-ones and personalised development plans (PDPs) are two suggestions on how to improve the salon's high-performance culture and fill in any gaps. This would make staff training more structured, make expectations clearer, and help keep staff (Edmundson, 2019). Adding a CRM would help with compliance and making decisions based on data, but staff might not know how to use it and might not have enough time to learn, which could make things less efficient at first (Wu et al., 2022). Structured reflective practice sessions would help people remember what they learnt, where monthly review procedures and near misses, would turn unspoken experience into shared knowledge, making the safety culture better and lead to continuous improvement (Edmondson, 2019). People would do better at their jobs if they got accredited training, mentoring, and tiered pay. This would also lower the risk of turnover, which would make the organisation stronger (Ansari & Tasleem, 2022). Lastly, getting staff together to produce a vision statement and three strategic priorities would make sure that everyone's work is in line with the company's long-term goals and that everyone is responsible. These changes, along with structured upskilling, formalised development, better governance, reflective learning, and a shared vision, would turn the salon from one that depends on the owner into one that works together and has a culture of high performance based on learning, accountability, and long-term growth. 
The salon's culture has a high-performance environment, such as ethical behaviour, putting clients first and being responsible, but these things are not being done formally and are mostly centred around the owner right now. To turn these strengths into long-term high performance, we need to make procedures that use simple systems (documented one-to-ones/PDPs, CRM records, and reflective practice), make the vision clearer, and share the responsibility. 
[bookmark: _Toc214793818]4. Evaluation on the Aesthetic Salon and the environment
[bookmark: _Toc214793819]4.1 Introduction to Environmental Evaluation
Environmental evaluation helps Beautifully Aesthetic get ready for outside pressures and make sure that its internal systems fit in with a culture of high performance. It is important for a small business in the regulated and image-driven aesthetics industry to know what is going on outside to stay competitive, ethical, and strong (Gunduzyeli, 2025). When you put PESTEL, SWOT, and the McKinsey 7S Framework together, you get a full picture of how a company's culture affects the outside world.
[bookmark: _Toc214793820]4.2 PESTEL Analysis 
Politics and the law could mean that stricter rules and licensing requirements in the UK aesthetics industry make it safer but also make it harder and more expensive to run a business (Rahman et al., 2025). Now, professionals must keep learning, which makes them more trustworthy but also costs time and money. If they do not do it, they could lose their money and their good name (Legislation.gov.uk, 1974). Social and Economic: Because the cost of living is going up, people are less likely to buy things they do not need. This has made clinics more competitive. The growing acceptance of non-surgical procedures and the power of social media, on the other hand, have created new opportunities for growth (Agravat & Macwan, 2024). It is still particularly important to talk to clients in a way that is honest and open so that you can meet their needs and keep them safe. 
Environmental and technological. Booksy and other tools make things run more smoothly, but having all your data on one platform makes it harder to keep track of. Adding a CRM would make it easier to keep track of compliance, follow up with clients, and market (Wu et al., 2022). Being environmentally friendly in business, getting rid of waste in an eco-friendly way, and getting products from sources that are good for the environment can all help improve your reputation and fit with what customers want               (Lepistö et al., 2023).
To sum up, the outside world has digital and social opportunities, but it also has rules and money problems. To keep up its important level of performance, the salon needs to make sure that compliance, technology literacy and sustainability are all part of its daily operations (Kiziloglu, 2022).
[bookmark: _Toc214793821]4.3 SWOT synthesis 
Strengths include strong leadership, loyal clients and a good reputation in the business world (Schein, 2010). Weaknesses include being too dependent on the owner, not being able to grow quickly and having informal human resource (HR) systems (Edmondson, 2019). There are chances for digital growth, a wider range of training options and grants for local businesses (CIPD, 2025). There are also threats from regulation, economic instability and a crowded market. The way these parts work together shows that internal weaknesses make external threats worse, especially when there is no documentation or delegation.
In short, the analysis shows that the salon's powerful reputation and loyal clients are a good base, but weaknesses, especially in delegation, make the salon more open to outside threats. 
[bookmark: _Toc214793822]4.4 McKinsey 7S alignment
Strategy is more about the quality of clients than about diversification. The structure is still flat and led by the owner, which makes it hard to share knowledge. Booksy and other systems like it work well, but they are not all in one place. Shared values, safety, professionalism and care are strong but not too formal. The leadership style is both supportive and directive, which opens the door for participatory methods that improve learning (Amoa-Gyarteng & Dhliwayo, 2024). Employees show skill and dedication, but they need to improve their digital and management skills (Gunduzyeli, 2025). Using formal processes like PDPs, CRM and reflective meetings to make sure that systems and structures are in line with these values would make the workplace more cohesive and high performing.
The salon's strategy puts quality clients ahead of variety, which is backed up by strong cultural values of safety and professionalism. But the structure led by the owner and the lack of systems make it hard to share knowledge and grow. Formal processes like PDPs, CRM integration and reflective practice could help bring values, structure and systems more in line with each other. This could lead to better cohesion, learning and overall performance.
[bookmark: _Toc214793823]4.5 Evaluation and Conclusion
The PESTEL, SWOT, and 7S analyses show that the salon's strong ethical and customer-focused culture is a big plus, but being too centralised makes it less flexible. External regulation makes professionalism stronger, but it also makes the owner more important. To make strategic improvements, you need to share responsibility, make staff development more formal, and use technology for compliance and communication. Embedding these actions would change the salon from a reactive, owner-centered business to a learning-oriented one that can keep up high performance by being flexible and sharing responsibility (Edmondson, 2019; Rahman et al., 2025).
[bookmark: _Toc214793824]5. Critically Appraise Cultural and Ethical Behaviour
[bookmark: _Toc214793825]5.1 Defining Culture and Ethical Behaviour
In a salon setting, ethical behaviour includes things like honesty, fairness, respect and integrity, where rules guide how people act and how groups make decisions (Lütge & Uhl, 2021). Organisational culture encompasses the collective values, beliefs, and fundamental assumptions that influence individual behaviour within an organisation (Schein, 2010). Ethics and culture work together to create moral standards that tell people what is and is not acceptable behaviour. Culture then makes these standards a part of everyday life. 
In small businesses like the aesthetics salon, the dynamic is often strong because the owner's behaviour sets the moral tone, which affects not only compliance but also trust, motivation and collaboration (Bier, 2025). In an owner-led environment, the owner's personal moral obligations significantly affect organisational results. For instance, if the owner follows a "do-no-harm" rule, is honest about likely outcomes and treats all clients safely (no matter their age, background, or ability to pay), then that behaviour sets the tone and makes unethical decisions less likely. In practice, this could mean strict clinical thresholds, no-pressure cooling-off periods and not giving treatments when the risk/benefit ratio is bad. It could also help with fair prices, clear refund and complaint processes and stopping people from taking advantage of others. Making these personal-ethical beliefs clear, like by sharing a short practitioner-ethical statement with clients and staff, makes expectations clear and gives a point of reference for supervision and reflective practice (General Medical Council, 2024).
To conclude, ethical behaviour and the culture of an organisation depend on each other and shape each other. In a small salon, the owner's behaviour is important for setting the ethical tone and directly affects trust, compliance and how well everyone gets along at work.
[bookmark: _Toc214793826]5.2 Ethical Culture
In the aesthetics field, ethical responsibility is most clear through clinical integrity, informed consent and client safety (Rahman et al., 2025). Practitioners must balance the need to make money with medical-ethical principles by making sure that each treatment is safe, necessary and easy to understand. Being open about risks, after-care and prices builds trust with clients and strengthens an ethical culture. The salon shows that it is ethical by having consultations before treatment, following data protection rules and caring for patients after treatment. Refusing procedures that put safety at risk, even if they are financially appealing, shows integrity and strengthens the salon's ethical brand identity (Wilson, 2024).
But without an ethics policy or code of conduct, this is risky for the company's reputation and depends too much on the owner's judgement instead of shared organisational standards (Kiziloglu, 2022).
In short, ethical responsibility in the world of aesthetics is all about safety, honesty, and doing the right thing as a professional. The salon follows these values by making ethical choices and taking care of clients, but because there is no formal policy, ethical behaviour is still up to the owner's discretion instead of being based on consistent organisational standards.
[bookmark: _Toc214793827]5.3 Critical Appraisal
Using the model developed by Toulmin (1958), the claim that a strong ethical culture drives sustainable performance is supported by evidence linking transparency and client trust to loyalty and reputation (Hsiung et al., 2021). Ethics are important as it enhances credibility and is backed by regulatory guidance that requires practitioners to prioritise patient welfare; however, counterarguments arise when commercial pressure and client demand encourage over-treatment or rushed procedures. Pearson’s RED model (Recognise assumptions, evaluate arguments & Draw conclusions) help us identify why assumptions, like having ethics costing more to the business, may influence decisions. In practice, ethical integrity can enhance brand differentiation and client retention, showing that moral and commercial success can coexist (Dufera et al., 2023).
Applying Chatfield’s (2022) critical thinking approach (analysis, evaluation and synthesis), reveals that ethical decision-making at the aesthetic salon is intuitive rather than systemic. The analysis shows strong personal values and the evaluation exposes limited formal documentation where synthesis suggests that embedding reflective debriefs and shared learning after complex cases would better institutionalise ethical reasoning. Therefore, while the existing culture supports ethical outcomes, its dependence on individual judgement rather than collective standards constrains resilience.
[bookmark: _Toc214793828]5.4 Synergies Between Culture and Ethics
Ethics and culture both value professionalism, safety and honesty, which are the building blocks of trust and teamwork (Edmondson, 2019). When employees share moral standards, psychological safety increases, making it easier to talk about mistakes without fear of being blamed. In clinical aesthetics, this level of openness is important because hiding mistakes could put clients at risk. On the other hand, ethical erosion can happen when time pressure, competition on social media, or a client who insists on results that are not possible (Agravat & Macwan, 2024). Regular continuing professional development (CPD) sessions and peer discussions help reduce these risks by keeping knowledge up to date and making sure that personal values are in line with professional standards. Lepistö et al. (2023) found that companies that include ethics in their everyday operations, like reflective training, are more likely to produce innovative ideas and be more sustainable. In this way, ethics is not a burden to follow; it is a way to improve performance by setting clear moral boundaries and encouraging unity and purpose.
In conclusion, ethical behaviour is both the basis and the result of a culture of high performance. At the aesthetic salon, ethics are deeply ingrained through professionalism and care, yet they remain contingent upon informal norms. To make ethical practice stronger, values need to be turned into physical systems, such as a written code of conduct, regular meetings to reflect on them, and open lines of communication for ethical issues. Adding regular CPD ethics refreshers and a culture of giving and receiving feedback would keep integrity while also improving learning and working together. In the end, aligning culture and ethics turns the salon from a small business based on values into a strong, high-performing organisation that can balance making money with being a dependable professional.
[bookmark: _Toc214793829]5.5 Sustainability & Corporate Social Responsibility (CSR)
Sustainability at the salon goes beyond recycling to include being socially responsible in the supply chain and treating workers fairly. A CSR framework could be built on four main ideas: giving preference to suppliers who have published human rights statements and clauses against modern slavery; avoiding products that come from exploitative sources or involve animal cruelty; and being open about the criteria so that customers can see how their purchases fit with their values. Written contracts, fair scheduling, guaranteed breaks, and clear pay will all help the business get funded CPD and safe-practice training. Implement a "speak-up" policy that lets employees voice safety or ethical concerns without fear of punishment. The owner should be the named champion and set up a hierarchy of reduce-reuse-responsibly-dispose: for example, use less single-use items when it is safe to do so and choose items that can be recycled or broken down. Putting a short paragraph in the yearly review that talks about what was done, what problems came up, and what the goals are for the next year. A light-touch reporting approach can help the team trust each other and work together (Karuppiah et al., 2022). When you include CSR in your hiring, buying, and review processes, it makes the culture "sticky." Sustainability becomes a part of how the clinic works, not an extra.
[bookmark: _Toc214793830]5.6 Comparative Case: Dr Bunny Aesthetics
Dr. Bunny Aesthetics, a UK business, has a culture that is less ethical. In April 2024, the Advertising Standards Authority (ASA) upheld two complaints against the clinic for misleading advertising: (1) advertising a prescription-only medicine (botulinum toxin) to the public; and (2) implying that the clinic was run by a medically qualified doctor when this was not the case (APA, 2024). 
These results show problems with the ethical culture, a lack of openness, false information and the promotion of treatments that might skip real consultations. The name "Dr. Bunny Aesthetics" made people think it was a doctor's office, which hurt their trust. Additionally, the availability of anti-wrinkle injections starting at £50, without proof of a pre-consultation, indicates that commercial interests are taking precedence over clinical ethics (APA, 2024). 
Dr. Bunny's case shows how a lack of formal ethics, regulatory shortcuts and aggressive marketing can put clients at risk, hurt the company's reputation, and hurt its long-term viability. This contrasts with the strong ethical stance of the aesthetics salon's owner. It shows how culture and ethics are connected: when culture allows for confusion or false information, ethical violations happen, which hurts trust and legitimacy.
[bookmark: _Toc214793831]5.7 Summary
The comparison shows that the aesthetic salon uses professional practice and an owner-driven culture to build ethics but may be open to problems because it relies on informal norms. The salon also focuses on honest, quality services, where on the other hand, Dr. Bunny Aesthetics shows how a weak ethical culture can lead to regulatory action, risk for clients and the damage to their reputation. For the aesthetics industry to be sustainable and for clients to trust it, there must be a strong ethical culture backed by formal systems, clear marketing and compliance with regulations.
[bookmark: _Toc214793832]6. Conclusion & Recommendations 
[bookmark: _Toc214793833]6.1 Conclusion 
The assessment of the aesthetic salon illustrates that culture, ethics, and environmental consciousness are inextricably linked in building a high-performance culture within SMEs. The salon has built a reputation for trust and quality based on its strong ethical foundation, which is based on professionalism, client care and accountability. However, looking at the cultural, contextual and environmental factors shows that to keep this high-performance culture going, the salon will need formalised systems, distributed leadership and the ability to adapt to changes in the outside world.
Ethical and professional culture is important because it directly improves performance. The salon's dedication to safety, openness and following the rules has become both a moral and strategic asset, boosting client trust and repeat business (Rahman et al., 2025; Wilson, 2024). But right now, this moral strength depends more on the owner's leadership than on cultural norms that everyone follows. Putting structured processes in place, like written performance reviews, feedback systems, and codes of ethics, would turn these individual values into institutionalised behaviours (Edmondson, 2019; Schein, 2010).
Second, being aware of the environment is an important part of being adaptable. The PESTEL analysis showed that rules, technology, and social trends are always changing what clients expect (Lepistö et al., 2023). The salon can prepare for risks like changes in licensing laws or competition from digital sources by regularly reviewing environmental data, such as through annual PESTEL and SWOT updates. It can also find new ways to innovate, such as through sustainability initiatives and AI-based marketing (Gunduzyeli, 2025). So, environmental scanning becomes a way to be strong instead of just reacting.
Third, for a culture of high performance to last, values, systems, and behaviours must all be coordinated. The McKinsey 7S framework showed that professionalism and shared values are strong, but structure and systems do not support them very well. Light-touch governance, like using a simple CRM for client documentation, having structured one-on-ones and reflective learning sessions, would make things more consistent, help staff be more accountable, and help decisions be made based on data (Wu et al., 2022). These actions would let knowledge move around the team, encouraging learning together instead of depending on the owner.
[bookmark: _Toc214793834]6.2 Recommendations
1. Create a shared vision and ethical morals to make the salon's purpose official, with safety, honesty and professionalism such as shared goals. This links personal motivation with the identity of the organisation, which strengthens ethical unity (Treviño & Nelson, 2016).
2. Set up structured feedback and team-building sessions, such as monthly reflective reviews and quarterly one-on-ones. These will help people talk to each other more openly, find out what training they need and make everyone feel safer psychologically (Edmondson, 2019). SMEs with high-reliability communication channels use short, regular communication patterns such as a 5 min daily stand-up meeting that allows communication to be given on faulty equipment, for example. Every week, there is 15-minute operations check for stock, bad reactions and questions from social media. Every month, a 45-minute meeting to think about what happened (case review, near-misses, learning points). Every three months, there are PDP check-ins to talk about progress, well-being and the next skills required, for example. 
3. Use biannual PESTEL assessments and social media analytics to keep an eye on environmental trends so you can be ready for changes in the market and in the law. This makes sure that strategy is still based on facts (Kiziloglu, 2022).
4. To promote well-being and inclusion, manage workloads, recognise achievements and keep lines of communication open. Studies indicate that inclusive and supportive environments enhance retention and foster innovation (Lepistö et al., 2023). High-reliability micro-organisations use short, predictable communication cadences. 
[bookmark: _Toc214793835]6.3 Final Reflection
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.
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