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1. Introduction
Organisational culture has a big impact on how businesses function, make choices, and handle both internal and external problems. The common ideals, attitudes, and behaviours that affect how workers interact and complete tasks within a company are referred to as its culture. According to Mullins and Christy (2016), organisational culture is a reflection of "how things are done around here" and has a big impact on important processes like management control, organisational structure, employee motivation, and decision-making.
Millions of consumers in the Midlands and Wales rely on Severn Trent Water, one of the biggest water and wastewater service providers in the UK (Severn Trent, 2024). The company must strike a balance between operational effectiveness, regulatory compliance, and environmental sustainability because it operates in a highly regulated and environmentally sensitive industry.
Using pertinent cultural frameworks to study the dominant culture inside the company, this paper critically assesses how organisational culture affects Severn Trent Water's structure, decision-making procedures, and overall organisational performance.

2. Organisational Culture and Its Influence on Structure and Decision-Making
Decision-making procedures and organisational structures are greatly influenced by organisational culture. The distribution of authority, internal communication, and employee participation in decision-making processes are all influenced by culture (Robbins and Judge, 2023).
The complicated regulatory environment in which Severn Trent Water operates need organised governance and transparent accountability procedures. The organization must uphold a structured management hierarchy in order to guarantee operational dependability and regulatory compliance as a utility supplier in charge of vital public services. In these kinds of settings, organisational culture typically places a strong emphasis on accountability, uniformity in procedures, and risk management (Johnson et al., 2020).
Culture and Organisational Structure
The formal arrangement of roles, duties, and routes of communication inside an organization is referred to as its organisational structure (Mintzberg, 1980). Organisations may choose to use network-based, decentralised, or hierarchical structures based on their culture. Organisations frequently use structured role-based systems in regulated sectors like water utilities to guarantee accountability and efficiency.
Severn Trent Water employs an organised organisational structure that promotes departmental cooperation and operational control. This organisational structure represents aspects of a role culture, in which personnel follow predetermined protocols and have well defined responsibilities (Handy, 1993).
Because infrastructure management, environmental monitoring, and customer service operations need to be efficiently linked, clear organisational structures are especially crucial for water utilities. Regulatory standards are upheld and structured decision-making is reinforced by a culture that promotes professionalism and accountability (Ofwat, 2023).
Culture and Decision-Making Processes
Decision-making procedures inside businesses are also impacted by organisational culture. Depending on management philosophies and cultural norms, decision-making can be either centralised or dispersed (Daft, 2021). Employees may be encouraged to offer suggestions and take part in problem-solving in companies with collaborative cultures.
Severn Trent Water encourages employees at all levels to participate in operational enhancements and innovative projects by fostering a culture of cooperation and employee involvement. According to Cameron and Quinn (2011), such participatory approaches to decision-making can improve employee commitment and organisational adaptability.
However, operational safety standards and compliance regulations must also be taken into consideration while making decisions in regulated utilities. As a result, judgements may require systematic evaluation procedures and several levels of approval. Innovation and operational dependability are guaranteed by this combination of formal governance and cooperative contribution.

3. Identifying Organisational Culture Using Cultural Models
To evaluate and interpret corporate culture, a number of theoretical frameworks have been established. Using these models makes it easier to pinpoint the fundamental cultural traits of companies like Severn Trent Water.
3.1 Schein’s Model of Organisational Culture
According to Schein (2010), there are three interrelated levels of corporate culture: fundamental underlying assumptions, espoused ideals, and objects.

	Level
	Description
	Example at Severn Trent

	Artefacts
	Visible organisational structures, symbols and behaviours
	Sustainability initiatives, corporate branding, employee programmes

	Espoused Values
	Stated values and strategies guiding behaviour
	Commitment to environmental protection and customer service

	Basic Assumptions
	Deeply embedded beliefs guiding behaviour
	Responsibility to protect water resources and public health




Corporate sustainability programs, environmental projects, and obvious investments in infrastructure upgrades are examples of artefacts at Severn Trent Water. Customer satisfaction, community involvement, and environmental sustainability are the organization's core values (Severn Trent, 2024).
The organization's deeper underlying presumptions are related to the significance of protecting water resources and guaranteeing dependable services for clients. These cultural presumptions affect organisational priorities and how workers approach their duties.
3.2 Hofstede’s Cultural Dimensions
The framework of Hofstede's cultural aspects sheds light on how organisational behaviour is influenced by national cultural values (Hofstede, Hofstede, and Minkov, 2010). The framework can be used to understand organisational cultural characteristics even though it was initially created to compare country cultures.
	Dimension
	Description
	Relevance to Severn Trent

	Power Distance
	Acceptance of hierarchical authority
	Moderate hierarchy due to regulatory governance

	Uncertainty Avoidance
	Preference for structured processes
	High emphasis on compliance and risk management

	Individualism vs Collectivism
	Focus on individual vs team goals
	Strong emphasis on teamwork and collaboration



Because infrastructure safety and regulatory compliance are so important, Severn Trent Water operates in a setting where uncertainty avoidance is rather high. To reduce the hazards involved in water management activities, organised procedures and thorough planning are crucial.
3.3 Handy’s Cultural Types
Power culture, role culture, task culture, and person culture are the four categories of organisational culture that Handy (1993) distinguished.
	Culture Type
	Characteristics

	Power Culture
	Centralised authority and decision-making

	Role Culture
	Defined roles, procedures and hierarchy

	Task Culture
	Team-based, project-oriented work

	Person Culture
	Individual autonomy prioritised




Severn Trent Water mostly exhibits traits of a role culture, in which employees follow set protocols and have clearly defined roles. However, project teams in charge of sustainability and infrastructure development also exhibit aspects of task culture.
The organization can preserve operational stability while promoting creativity and teamwork thanks to the coexistence of role and task cultures.

4. Organisational Culture and Adaptation to the External Environment
Organisations function in dynamic external settings that are influenced by shifting stakeholder expectations, environmental challenges, technological advancements, and regulatory frameworks. How well businesses react to these outside forces is largely determined by their organisational culture. Organisations with adaptable cultures are better able to respond to external changes and sustain long-term success, claim Kotter and Heskett (1992). Rigid organisational cultures, on the other hand, may make it more difficult for businesses to adapt to changing external circumstances.
Below is a summary of the external influences that have an impact on Severn Trent Water as well as the cultural responses that the organization has created.
	External Factor
	Description
	Cultural Response at Severn Trent

	Regulatory pressure
	Water companies must comply with strict regulations from Ofwat and environmental agencies
	Culture emphasises accountability, compliance and responsible governance

	Climate change
	Increased droughts, floods and environmental risks affecting water supply
	Culture promotes sustainability and environmental stewardship

	Technological change
	Adoption of digital monitoring systems and smart water technologies
	Culture encourages innovation and continuous improvement

	Customer expectations
	Demand for reliable services and environmentally responsible operations
	Culture focuses on customer service and stakeholder engagement

	Sustainability pressures
	Increasing expectations for ESG and environmental responsibility
	Corporate culture promotes green initiatives and long-term environmental planning



In order to preserve service quality and environmental sustainability, businesses in the UK water industry must adhere to stringent regulations. Regulatory agencies including the Drinking Water Inspectorate, the Environment Agency, and the Water Services Regulation Authority (Ofwat) oversee water corporations like Severn Trent Water. These legal frameworks set performance goals for environmental preservation, water quality, and customer service (Ofwat, 2023). Water utilities must therefore prioritise responsibility, openness, and regulatory compliance in their organisational culture.
Climate change is one of the biggest external environmental issues facing the water industry. Water resources and infrastructural systems are under stress due to rising temperatures, harsh weather, and shifting rainfall patterns (OECD, 2022). As a result, companies in the industry need to create plans that promote infrastructure resilience and long-term environmental sustainability. In response to these difficulties, Severn Trent Water has promoted a corporate culture that is focused on sustainable resource management and environmental care. For instance, the organization has made significant investments in renewable energy projects, water conservation programs, and infrastructure upgrades intended to lessen their negative effects on the environment (Severn Trent, 2024).
The organization's sustainability-focused culture is a reflection of what Cameron and Quinn (2011) refer to as an adaptable organisational culture, in which proactive responses to external problems and innovation are encouraged by values and behaviours. The organization may include environmental factors into operational and strategic decision-making processes because to this cultural orientation. Severn Trent Water is able to match employee actions with more general corporate objectives of environmental responsibility by integrating sustainability values into the company culture.
Another significant external factor influencing water utility companies is technological progress. Digital technology advancements, such as data analytics, remote monitoring systems, and smart water infrastructure, have opened up new possibilities for enhancing resource management and operational effectiveness (PwC, 2023). Adoption of these technologies frequently necessitates organisational cultural support, especially when it comes to fostering staff innovation and ongoing learning.
Severn Trent Water has shown that it is prepared to incorporate technological innovation into its corporate culture. The business has put in place digital monitoring technologies that are intended to find water leaks and boost network effectiveness. By encouraging staff members to engage with creative ideas and take part in organisational change processes, such efforts show how organisational culture may assist the adoption of new technology.
Organisational culture is also greatly influenced by stakeholder expectations. It is becoming more and more expected of modern businesses to exhibit corporate social responsibility and build solid ties with consumers and communities. Since water utilities are in charge of providing vital services that have an impact on environmental sustainability and public health, public trust is especially crucial in this situation (CIPD, 2023).







5. Organisational Culture as a Barrier or Enabler
Organisational effectiveness can be impacted by organisational culture in both positive and bad ways. Strong cultures can improve organisational cohesiveness and employee engagement, but they can also obstruct change when strongly ingrained norms and beliefs stifle creativity or different viewpoints (Schein, 2010). As a result, it's necessary to assess whether an organization's culture predominantly serves as a barrier to organisational growth or as an enabler of success.
By giving workers a common sense of direction and purpose, culture serves as a facilitator in many businesses. By matching employee behaviours with corporate goals, a strong culture can promote coordination and enhance organisational performance (Denison, 1990). Cultural values at Severn Trent Water that prioritise customer service, teamwork, and environmental responsibility seem to boost organisational effectiveness. These principles motivate staff to concentrate on providing dependable services while upholding environmental sustainability.
One of the main areas where culture can be an enabling factor is employee engagement. According to research, companies with favourable workplace cultures typically have more motivated and satisfied workers (Harter, Schmidt, and Hayes, 2002). Severn Trent Water has made investments in initiatives and programs for staff development that encourage teamwork in the workplace. These programs boost employee engagement and foster an environment where workers feel appreciated and empowered to support organisational goals.
However, in some situations, organisational effectiveness may also be hampered by culture. For instance, highly structured organisational cultures may place a strong focus on hierarchical authority and procedural conformity, which can occasionally limit flexibility and impede decision-making (Mintzberg, 1980). Strict attention to protocols is required in regulated industries like water utilities to guarantee safety and regulatory compliance. However, overly bureaucratic procedures can often make it more difficult for the organization to react swiftly to new problems.
The discouragement of innovation by established organisational rules presents another possible barrier. Stability and consistency may take precedence over innovation and innovative problem-solving in organisations with strong role cultures (Handy, 1993). Although this strategy can enhance operational dependability, it might also restrict the possibility of creating novel answers to challenging environmental problems.








The following examples show how corporate culture may be both a facilitator and a barrier.
	Cultural Characteristic
	Enabler for Organisation
	Potential Barrier

	Strong regulatory culture
	Ensures safety, compliance and operational reliability
	May slow decision-making due to bureaucracy

	Clear role structure
	Provides clarity of responsibilities and accountability
	Can reduce flexibility and innovation

	Sustainability-focused values
	Supports environmental leadership and stakeholder trust
	May increase operational costs in short term

	Team collaboration
	Improves knowledge sharing and problem-solving
	Coordination across departments may require more time

	Structured governance
	Maintains organisational control and risk management
	Can limit rapid responses to emerging challenges



Structured governance structures and cooperative project teams seem to be used by Severn Trent Water to maintain a balance between innovation and procedural compliance. Initiatives for sustainability and infrastructure development frequently involve cross-functional teams that promote creativity and knowledge exchange. These team-based strategies assist in reducing possible obstacles brought on by hierarchical organisational systems.
Therefore, rather of acting as a barrier to organisational efficiency, Severn Trent Water's corporate culture predominantly serves as a facilitator. Although organised decision-making procedures are required by regulations, the organization has shown a dedication to fostering cooperation, sustainability, and creativity. These cultural traits promote organisational resilience and guarantee that the business can keep adjusting to new difficulties in the water industry.

6. Impact of Organisational Culture on Organisational Performance
By influencing staff conduct, strategic priorities, and stakeholder relationships, organisational culture can have a substantial impact on an organization's overall effectiveness. Organisations with strong, cohesive cultures typically attain greater levels of performance and organisational effectiveness, as research has repeatedly shown (Kotter and Heskett, 1992).
Employee engagement and motivation are two of the main ways that organisational culture affects performance. Workers who share the organization's values are more likely to show dedication to its goals and make constructive contributions to its results (Robbins and Judge, 2023). Therefore, increased job satisfaction, less employee turnover, and increased productivity might result from a positive corporate culture.
	Performance Area
	Cultural Influence
	Organisational Outcome

	Employee engagement
	Culture encourages collaboration and responsibility
	Higher employee motivation and commitment

	Operational efficiency
	Culture promotes teamwork and knowledge sharing
	Improved coordination across departments

	Corporate reputation
	Sustainability culture enhances stakeholder trust
	Strong public and regulatory reputation

	Innovation
	Culture supports adoption of new technologies
	Improved infrastructure and digital monitoring

	Customer satisfaction
	Customer-focused values guide service delivery
	Higher service reliability and customer trust



Employee engagement and organisational dedication are enhanced by Severn Trent Water's cultural emphasis on sustainability, teamwork, and community duty. When their job helps preserve natural resources and benefit local communities, employees of companies that encourage environmental responsibility may feel more motivated and purposeful (WEF, 2023).
By influencing how staff members approach problem-solving and decision-making procedures, organisational culture can also have an impact on operational performance. Organisations are better able to recognise and address operational issues when they have cultures that encourage cooperation and open communication. Effective departmental coordination is crucial for preserving service dependability and handling technical problems in infrastructure-intensive sectors like water utilities.
Effective coordination between various operational departments is supported by Severn Trent Water's emphasis on cooperation and collaboration. To guarantee that water supply systems function effectively and securely, engineering teams, environmental specialists, and customer service divisions must collaborate. Therefore, operational efficiency can be increased by cultural norms that promote information exchange and cooperative decision-making.
Another significant component of organisational performance that is impacted by organisational culture is corporate reputation. Customers, authorities, and stakeholders are more inclined to trust businesses that exhibit strong moral principles and social responsibilities (Grant, 2019). Public trust is especially crucial in the water industry since water businesses offer vital services that impact environmental sustainability and public health.
The organization's reputation among stakeholders is enhanced by Severn Trent Water's dedication to sustainability and community involvement. The organization builds public trust and increases its legitimacy by funding environmental protection projects and interacting with local people.
7. Recommendations
Several suggestions can be made to improve Severn Trent Water's organisational culture in light of the study in this report.
Cultural Recommendations for Improving Organisational Performance at Severn Trent Water

[image: ]

First, the company should keep funding employee engagement initiatives that promote creativity and departmental cooperation. Encouraging staff to share their ideas can help organisations become more adaptable and support programs for continual improvement.
Second, inclusive and transformative leadership styles ought to be highlighted in leadership development programs. In order to shape workplace culture and uphold organisational ideals, leaders are essential (Bass and Riggio, 2006).
Third, Severn Trent Water ought to keep incorporating sustainability concepts into its organisational decision-making procedures. Enhancing the organization's environmental culture will enable it to effectively address the difficulties posed by climate change and comply with regulations.
Lastly, the company should use learning programs and digital platforms to encourage knowledge exchange and cross-functional cooperation. Increased departmental communication can boost creativity and operational effectiveness.

8. Conclusion
Organisational culture has a significant impact on how businesses function, make choices, and react to outside obstacles. Mullins and Christy (2016) have noted that culture has an impact on important organisational functions such as employee behaviour, structure, and decision-making.
The report's study shows that Severn Trent Water has an organisational culture that is primarily role-based and bolstered by aspects of task-oriented teamwork. The organization's structure and decision-making procedures are shaped by cultural principles that emphasise sustainability, accountability, and teamwork.
Schein's model, Hofstede's cultural dimensions, and Handy's cultural kinds are examples of cultural frameworks that offer important insights into the organization's fundamental cultural traits. These principles show that Severn Trent Water preserves an organised but cooperative culture that encourages environmental responsibility and operational dependability.
Effective organisational performance is largely facilitated by Severn Trent Water's organisational culture. Strong corporate reputation and regulatory compliance are facilitated by a cultural commitment to sustainability, employee involvement, and stakeholder responsibility.
However, businesses in highly regulated industries need to be mindful of any cultural obstacles that could limit creativity or adaptability. Organisational culture will continue to support long-term organisational performance if leadership development, employee engagement, and sustainability efforts are consistently funded.
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