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2. [bookmark: _Toc201401220]Introduction
This report is a critical analysis of the working environment and organisational culture of Rolls-Royce Company, one of the largest engineering companies in the UK Gr, in Britain and Northern Ireland. Company culture and the working environment are also a key factor in the conduct of an employee, as well as involvement and strategic conformity (Ababneh, 2021). The report analyses Rolls-Royce's current culture and the work environment in terms of their efficiency towards the strategic goals of the company. It also explores the possible implications that the newly designed face will have on employee experience, job satisfaction and development and also gives suggestions that would boost organisational culture and work practices to be more performance-oriented and sustainable.
3. [bookmark: _Toc201401221]Organisational Background
Rolls-Royce Holdings plc is a recognised corporate engineering business in the UK that focuses on power and propulsion systems. With its headquarters in London, it is obviously a worldwide operating company and its activities take place worldwide within civil aerospace, defence and power systems operating in over 150 countries (Rolls Royce, 2025). As an outstanding innovator in sustainable aviation and resourceful energy solutions, Rolls-Royce has in excess of 40,000 workers across the globe. The priorities are decarbonisation, digital transformation, worldwide development and improvement of operational resilience (Rolls Royce, 2025b). The vision of the organisation is to become the pioneer of the power that matters, which shows the aspect of long-term commitment to innovativeness, excellence and sustainability. The operations of Rolls-Royce are research-intensive; hence, a workforce that is highly skilled is a prerequisite, and performance culture is complemented by this collaborative culture (Walters and Helman, 2023). Its design also leads to cross-functional integration such that the company is able to be dynamic in addressing complex challenges across the globe as well as aligning its HRM practices to strategic goals as well as industry standards.
[image: Rollls-Royce Shares Plummet Another Yet Another Downgrade | Fortune]
Source: (Rolls Royce, 2025a)
4. [bookmark: _Toc201401222]Current Organisational Culture
Rolls-Royce has developed an organisational culture that indicates its reputation of over a century in excellence in engineering, innovation, and fineness (Williams, 2022). Being among the most prominent multinational companies specialising in the aerospace and defence industry, the organisation works on creating a culture in which precision, safety, and technical knowledge are valued (Rolls Royce, 2025a). The core values, namely, Trust, Integrity, Safety, and Excellence of the company, are ingrained into its operations and are constantly promoted by means of leadership communication, the behaviour of the staff members, and strategic goals (Purwanggono, 2023).
Through the model of organisational culture developed by Edgar Schein, Rolls-Royce portrays the most important aspects of the culture at all three levels (Khripunov, 2023). On the surface level of artefacts, the presence of the culture is embodied in formalised procedures, organised settings, safety marking, as well as strict environments in manufacturing and engineering facilities. Its adherence to performance, innovation and compliance has been demonstrated by its high-tech plants, data-driven decision-making processes as well as formal communication systems (Obolewicz et al., 2023). On the espoused value level, sustainability, inclusion, and responsible innovation are facilitated by Rolls-Royce in several activities. This can be seen through corporate efforts in things like the Net Zero strategy, the investment in electrification and hydrogen propulsion, and the diversity and inclusion programme. Williams (2022) claims that these values are openly expressed in the annual reports, speeches of the leadership and engagement activities with the employees, proving their significance in the creation of the organisational ethos. 
On the fundamental level, the company runs on some simple assumptions which have a focus on long-term thinking, high technical standards and ethical responsibility. The common belief is that the brand can only project a global image through strict standards of engineering and working with integrity (Walters and Helman, 2023). This is especially so in such sectors with high standards of safety and regulation, such as defence and aerospace. Nevertheless, Rolls-Royce is dynamically changing toward the desire for a more inclusive and adaptive work atmosphere even despite its legacy in engineering (Rolls Royce, 2025b). The organisation has been able to advance gender diversity, introducing employee resource groups and planting digital tools that support innovation and flexible collaboration (Weber-Lewerenz and Vasiliu-Feltes, 2022). 
[image: Edgar Schein's Three Layers of Organisational Culture - Psych Safety]
Figure 1: Edgar Schein Organisational Culture Model
Source: (Khripunov, 2023)
5. [bookmark: _Toc201401223]Organisational Culture and Strategic Development
The organisational culture of Rolls-Royce contributes significantly to strategic growth, especially in terms of innovation, sustainability, and even the development of overall competitiveness in the global business arena (Bıçakcıoğlu-Peynirci and Morgan, 2023). This is because the company is cultured on the pillars of technical excellence, integrity, and long-term thinking that are highly aligned with its strategic intentions, including pioneering sustainable power solutions, driving digital transformation, and enhancing operational resiliency across global markets (Hokmabadi et al., 2024).
Innovation and precision are the significant features of the culture of the company that enable Rolls-Royce to create high-tech solutions and continue its dominance in the sphere of aerospace and defence (Rolls Royce, 2025c). The employees are urged to practice personal excellence and engage in a process of constant development, which helps the company to be on the frontline in terms of emerging markets like green aviation, electrification, and zero-carbon propulsion (Griffiths et al., 2024). The fact that the organisation invests its resources into research and development and puts effort into coming up with more ecologically clean, safe, and efficient products indicates a culture that takes pride in progressive thinking and scientific diligence. The values of integrity and safety held by the Rolls-Royce Company are also embraced in the strategic objectives (Khripunov, 2023). Respect and obedience to cultural values also make sure that safety and ethics are not risked and that people are reassured in their cooperation with the person doing something, which, in turn, makes the strategy of the company stable concerning its long-term planning.
Nevertheless, as much as the culture encourages long-range objectives of strategy, some gaps are problematic. In the past, the organisation has not been quick to respond to change because hierarchical structures are deep-rooted, and there is also a historical orientation towards engineering (Shahzad et al., 2025). This may prevent the company from acting promptly to emerging technologies, competitive factors, or valiantly changing market environments (Obolewicz et al., 2023).
Furthermore, cultural change is a crucial element of diversity and inclusion objectives, which are included in the wider strategic plans of Rolls-Royce nowadays (Naqvi et al., 2025). Although it has improved its employee networks and inclusion programmes, it still lacks a more inclusive and psychologically safe working environment by which it can achieve the full potential of its diverse international workforce and motivate innovative work across the organisation (Hokmabadi et al., 2024). The culture of Rolls-Royce can serve as the great base of its strategic development, specifically the tradition of maintaining quality, security, and innovation. 
6. [bookmark: _Toc201401224]Characteristics of the Working Environment
The nature of such work at Rolls-Royce is considered to be structured, safety-considerate and driven by innovation. As the organisation engages in the aerospace and defence business, it has high levels of compliance, precision and standardisation in each of its facilities (Pop et al., 2023). The physical workplace combines the latest in engineering and manufacturing facilities with the best in technologies and demonstrates the drive of the company towards operational excellence and technical innovation (Purwanggono, 2023). Office-based jobs also encourage a more relaxed workplace, especially as the world switched to a hybrid working model due to the COVID-19 pandemic.
The culture of the Rolls-Royce Company has its professional twist, as teamwork, problem-solving, and continuous improvement are highly valued. The company promotes a performance-oriented culture by setting up objectives, systematic review and continuous technical up-gradation (Rolls Royce, 2025a). In addition, it advocates employee well-being and work-life balance aids, mental well-being campaigns, and wellness programmes. Khripunov (2023) claims that health and safety are central factors, and they are especially critical in engineering and production environments where high standards are adopted so as to guarantee the security of employees.
Apprenticeship schemes, graduate programmes and internal training platforms presented in the working environment of the company are also the source of learning and development (Griffiths et al., 2024). They are programs to develop a competent workforce that will enable Rolls-Royce to meet its innovation and sustainability objectives. Moreover, international teamwork and mobility are encouraged too to bond with the global strategy of the company. However, some features of the working environment have an adverse impact on the development of techniques (Naqvi et al., 2025). As an example, some departments, where the traditional hierarchical structure is still strong, might have a lower level of responsiveness and essential flexibility as two major characteristics that should help the digital transformation and agile working of the company. 
Overall, working conditions facilitated by Rolls-Royce promote most of its strategic goals, especially in terms of safety, technical excellence, and talent development. However, additional modernisation of the workplace and cultural changes are needed to bring the environment entirely aligned with the strategic objectives, including raising the level of agility, adopting digital change, and supporting the spirit of inclusion (Weber-Lewerenz and Vasiliu-Feltes, 2022). Through a more flexible and accommodative environment, Rolls-Royce will be in a better position to incorporate the engagement of its employees, support the attraction of prime global talents, and will be in a better position to influence strategic capacities needed to be achieved throughout a competitive and rapidly changing industry (Obolewicz et al., 2023).
7. [bookmark: _Toc201401225]Impact on Employee Experience
Rolls-Royce fosters collaboration among employees across global locations and departments (Rolls-Royce, 2024). Colleagues often describe the workplace culture as friendly, respectful, and supportive. Many employees appreciate the company’s flexible and hybrid working arrangements (Naqvi et al., 2025).  These flexible options enable employees to balance their work and personal lives. Employees report having a good work-life balance and understanding team managers (Panneerselvam and Balaraman, 2022). Interns highlight strong learning opportunities through different project assignments and roles. 
These experiences help them build confidence, skills, and industry understanding. The company also encourages internal mobility through vertical and horizontal career moves. This allows employees to explore different roles and grow professionally within the organisation (Naqvi et al., 2025). Rolls-Royce is praised for offering competitive salaries and comprehensive benefits packages. These include health support, pension schemes, and performance bonuses. Employees also value the company’s commitment to development and recognition (Kanter, 2019). Managers are seen as encouraging and invested in career progression. 
The company offers chances to move both vertically and horizontally within. This helps staff grow careers in new directions and build new skills (Turner and Turner, 2020). Employees value competitive salaries and strong benefits offered by Rolls-Royce. Many say management is friendly and encourages regular career progression. Engineers praise the knowledge of colleagues and a non-blame work culture (Mohanraj et al., 2024).  Company facilities and canteens are described as modern, clean, and convenient. Employees feel psychologically safe due to initiatives like being like me. This programme encourages staff to share stories about inclusion and belonging.
 The company’s leadership shows commitment through gender balance on the board. Diversity efforts are strong and seen in everyday leadership behavior (Alhassan and Al Doghan, 2022). Employee feedback is collected using surveys like Our Voices regularly. Such surveys help management understand staff needs and make better decisions. Communication during times of change is usually open and transparent. However, some employees feel decisions are slow due to bureaucracy (Kanter, 2019). Others have reported occasional management politics and blame-based behaviour. 
Complex internal systems sometimes frustrate high-performing and skilled employees. Some staff also mention slow hiring processes and long recruitment delays (Chaudhari et al., 2020). There are a few complaints about unfair hiring and internal favoritism. Despite these issues, internal training and mentoring programmes are well-received. Graduate schemes offer worldwide exposure and practical work experience to participants (Herbert et al., 2020). Long-term staff enjoy job security, skill development, and strong team relationships. 
8. [bookmark: _Toc201401226]Recommendations for Improvement
8.1 [bookmark: _Toc201401227]Streamline Decision-Making Processes
Rolls-Royce should decrease bureaucracy across departments and project teams. Slow internal processes often delay innovation and frustrate skilled employees (Díaz et al., 2020). The company can introduce lean management tools to remove extra steps. Quicker decision-making will improve employee satisfaction and operational efficiency (Mitcheltree, 2021). It will also help teams meet targets and adapt to change.

8.2 [bookmark: _Toc201401228]Strengthen Inclusive Leadership
All managers should receive regular training on inclusive leadership practices. Leaders must support fairness, active listening, and open team communication (Naqvi et al., 2025). Inclusive leadership boosts morale and reduces conflicts within departments. It creates a space where everyone feels respected and supported (Panneerselvam and Balaraman, 2022). Rolls-Royce can track manager performance through employee feedback scores.

8.3 [bookmark: _Toc201401229]Improve Promotion and Recognition Transparency
Employees need to understand how promotions and rewards are decided. Clear criteria should be shared for performance reviews and career progression (Turne and Turner, 2020).  This improves trust and reduces perceptions of bias or favoritism. Transparent systems also motivate employees to perform at their best. Rolls-Royce can also celebrate achievements openly across the organisation.

8.4 [bookmark: _Toc201401230]Enhance Diversity and Inclusion Efforts
The company must expand diversity initiatives to all regions and roles. Support for employee resource groups and inclusion events should be increased (Mohanraj et al., 2024).  Special focus is needed on gender, ethnicity, and career-stage inclusion. These efforts help everyone feel they belong and are valued. It strengthens the overall workplace culture and brand reputation.
8.5 [bookmark: _Toc201401231]Accelerate Recruitment Processes
Rolls-Royce should make hiring faster and more candidate-friendly. Clear timelines and communication improve the overall applicant experience (Rolls-Royce, 2024). This also helps attract top talent in a competitive job market. A modern recruitment platform can support this transformation effectively.

9. [bookmark: _Toc201401232]Implementation Strategy
Begin with a leadership commitment announcement that outlines key cultural goals. Set up a cross-functional task force to plan improvement initiatives (Naqvi et al., 2025).  Include representation from engineering, operations, HR, and regional offices. The timeline spans one year, with quarterly milestones and progress reports (Mohanraj et al., 2024).  The first quarter focuses on reducing bureaucratic delays and decision streamlining. Implement lean workshops and process mapping in important departments. Train managers on inclusive leadership and unbiased performance management.
 Roll out a digital-first recruitment platform for clearer candidate communication (Rolls-Royce, 2024). Third quarter: expand being like me participation globally and track usage. Introduce sponsored inclusion networks with a budget and intranet visibility. Launch mentorship programmes targeted at women and under‑represented employees (Brizuela et al., 2023). The fourth quarter is to conduct a mid-year survey to measure employee sentiment changes. Use the Our Voices survey for alignment on interventions and improvements. Share survey outcomes company‑wide including areas needing attention.
 Repeat action plans and prioritise high-impact areas for next year. Leadership to review the manager's performance based on engagement and feedback (Nikolić et al., 2020). Culture KPIs in manager incentives and performance reviews. Use internal communications to highlight improvement wins and success stories reviews (Aithal and Aithal, 2023). Hold town‑hall updates each quarter to maintain transparency and engagement. Document best practices, managers, and teams, and share learnings globally (Chukwudi et al., 2023). Use scorecards to track decision time, promotion fairness, and survey results. Governance is owned by the executive sponsor, with HR tracking progress monthly.
10. [bookmark: _Toc201401233]Conclusion
Rolls-Royce provides a solid and inclusive working environment across global locations. Employees appreciate respect, collaboration, learning opportunities, and flexible working arrangements. However, some face challenges due to bureaucracy and inconsistent leadership styles. These issues can affect performance, motivation, and daily work processes. Targeted developments in leadership, transparency, and internal systems can create a better experience. A clear and planned implementation plan will support cultural transformation. Through strong leadership support and regular progress tracking, positive change is possible. This transformation will increase employee satisfaction and company efficiency. In the long term, both employees and Rolls-Royce will benefit from these improvements.
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