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[bookmark: _Toc223801715]1.0 Introduction
Organisational culture means the shared values, beliefs, and ways of behaving that guide how employees work together and do their jobs. It affects how people talk to each other, how managers lead, and how decisions are made in the organisation. Culture also shows how organisations deal with problems inside the company and with changes or challenges from outside. According to Edgar Schein(2010), organisational culture is the basic system that decides how things get done in a company.
Organisational culture has a big impact on how well an organisation does, how motivated employees feel, and how good leaders are at their jobs. A positive and supportive culture can improve teamwork, help employees feel involved, and encourage new ideas. On the other hand, a weak or badly managed culture can cause poor communication, low morale, and make the organisation less effective(Deal and Kennedy, 2000). Culture also affects how the organisation is set up and how managers run things, because the values and beliefs of leaders often decide how work is organised and who has authority. (Schein, 2010).
Today, understanding organisational culture is especially important because of more global connections, new technology, and stronger competition. Companies need to adjust to changes while keeping their basic values and running smoothly. Because of this, organisational culture is often seen as a key reason why organisations succeed over time.(Hofstede et al., 2010).
This report examines the organisational culture of Severn Trent Water, a major water utility company operating in the United Kingdom. The organisation provides water and w astewater services to millions of households and businesses and operates within a highly regulated industry that requires strict safety, environmental and operational standards (Severn Trent, 2023). The purpose of this report is to analyse how organisational culture influences the company’s structure, decision-making processes and performance.
The report will first look at the organisational culture of Severn Trent Water and explain how its values shape how people act at work. Next, it will explore how culture affects the way the company is organised and how managers make decisions. The report will use several cultural models, such as Hofstede’s Cultural Dimensions, Schein’s Three Levels of Culture, Johnson and Scholes’ Cultural Web, Handy’s Cultural Types, and Deal and Kennedy’s Cultural Types, to find the main cultural features of the organisation. The report will also look at how organisational culture helps Severn Trent deal with outside challenges and see if culture can sometimes make it harder for the company to work well. Finally, the report will look at how organisational culture affects performance and suggest ways to improve the culture.
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The way people work at Severn Trent Water is shaped by the company’s role as a public utility provider. Companies that provide important services often focus on being responsible, dependable, and planning for the future. These values matter a lot in the water industry, where companies must make sure water is delivered safely and the environment is protected(Severn Trent,2023).
A main part of Severn Trent’s culture is its strong focus on caring for the environment and using resources wisely. The company has promised to make water cleaner, protect rivers, and cut down on pollution. These actions show that the company is serious about helping the environment and making it a top priority (Severn Trent, 2023).
Another important feature of the company’s culture is its emphasis on customer service and operational reliability. Water services are essential for daily life, and customers expect a consistent and safe water supply. As a result, Severn Trent promotes a culture in which employees are encouraged to maintain high operational standards and ensure service reliability. (Schein, 2010)
Getting employees involved is also an important part of the company’s culture. The company spends money on training, helping people become leaders, and making sure the workplace is a good place to be. These efforts are meant to make employees feel happy and appreciated at work. Studies show that companies with strong cultures that support employees often see better work and happier staff. (Deal and Kennedy, 2000).
However, because Severn Trent works in an industry with many rules, its culture also focuses on following the rules, managing risks, and keeping things under control. Employees have to stick to strict safety steps and environmental rules to make sure the company follows the law (Severn Trent, 2023). While this helps keep things safe and responsible, it can also make the company feel more formal and have more paperwork than other types of businesses.
Organisations operating in regulated industries often develop a culture that is based on procedures, accountability,  and compliance in order to respond effectively to external environmental pressure  (Schein, 2010).
Overall, the organisational culture of Severn Trent Water reflects a combination of sustainability, customer responsibility, safety awareness and regulatory compliance.
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Organisational culture has a big impact on how companies set up their teams and make decisions. Organisational structure is the way tasks are shared, organised and managed in a company. It shapes who reports to whom, how people communicate, and who gets to make decisions (Schein, 2010).
The way a company is set up often shows what it values most. Companies that focus on control and stability usually have a clear chain of command with set roles, while companies that want new ideas often use more flexible setups where decisions are shared (Burns and Stalker,1961).
Severn Trent Water uses a  Functional 0=4 .,xzjstructure where employees are grouped by what they do best, like engineering, operations, finance or customer service. This helps the company keep strong technical skills and work efficiently (Severn Trent ,2023).
Because the company works in a highly controlled industry, most big decisions are made by top managers. Choices about building projects, protecting the environment and how the company runs need careful planning and checking for risks. This way of making decisions shows that the company values being responsible and following the rules(Hofstede et al., 2010).
Looking at how the company is organised, Severn Trent shows signs of a very controlled structure. These kinds of setups are common in companies that work in steady industries and need strict rules and clear steps to follow. This is often needed in fields where safety and reliability are very important.
However, the company also supports teamwork between different departments and new ideas, which are signs of a more flexible structure. Flexible setups help companies handle changes better by making it easier for departments to work together and share information (Johnson, Scholes and Whittington, 2008).
How decisions are made at Severn Trent is also shaped by the company’s focus on protecting the environment and following rules. Managers have to think about environmental laws, what customers need and what the company will need in the future when making important choices.
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To better understand the organisational culture at Severn Trent Water, it helps to use well-known ways of looking at how culture works in organisations. Organisational culture includes the shared values, beliefs, behaviours and assumptions that shape how employees work together and get things done. Because culture is often hard to see directly, these models help researchers and managers spot patterns in behaviour and the deeper cultural traits (Alvesson, 2013). Using different frameworks makes it possible to look at how organisational culture affects behaviour, decision-making and management in an organisation.
Several cultural models can be applied to analyse the culture of Severn Trent Water. These include Hofstede’s Cultural Dimensions, Schein’s Three Levels of Culture, Johnson and Scholes’ Cultural Web, Handy’s Culture Types and Deal and Kennedy’s Cultural Types. Each framework highlights different elements of organisational culture and provides valuable insights into how culture operates within organisations.















4.1 Hofstede’s Cultural Dimensions
Hofstede’s cultural framework is often used to look at how cultural values affect behaviour in organisations and societies. Hofstede created this model by studying employees in companies around the world, and his framework points out several cultural dimensions that shape how people act at work (Hofstede, 2010). These dimensions help explain how organisations develop certain cultural traits (Hofstede, 2010).
One important dimension identified by Hofstede is the distinction between means-oriented cultures and goal-oriented cultures(Hofstede, 2010). In means-oriented cultures, employees place greater emphasis on following correct procedures and processes when performing their work. In contrast, goal-oriented cultures focus more strongly on achieving results and organisational objectives. In the case of Severn Trent Water, both characteristics can be observed. Because the organisation operates in a highly regulated industry, employees must follow strict operational procedures and safety guidelines. At the same time, the organisation also focuses on achieving long-term goals related to sustainability, environmental protection and service reliability.
Another important dimension is internally driven versus externally driven cultures. Internally driven cultures focus primarily on internal organisational values and procedures, while externally driven cultures prioritise responding to the needs of customers, regulators and other external stakeholders (Hofstede, 2010). Severn Trent demonstrates characteristics of an externally driven culture because it must respond to regulatory requirements, customer expectations and environmental responsibilities.
Hofstede also distinguishes between employee-oriented and work-oriented cultures. Employee-oriented cultures place emphasis on employee wellbeing, development and satisfaction, while work-oriented cultures focus more strongly on achieving organisational tasks and productivity goals. Severn Trent appears to maintain a balance between these two orientations(Hofstede, 2010; Mullins and Christy, 2016). 
Overall, Hofstede’s framework suggests that Severn Trent’s culture reflects a combination of goal-oriented values, responsiveness to external stakeholders, and a balanced approach to employee wellbeing and organisational performance (Hofstede, 2010).
4.2 Schein’s Three Levels of Organisational Culture
Edgar Schein’s model is one of the most well-known ways to look at organisational culture. Schein said that organisational culture operates at three levels: artefacts, espoused values, and underlying assumptions (Schein, 2017).
The first level of culture is artefacts. Artefacts are the things you can see and notice in an organisation, like its structure, rules, dress codes, ways of communicating and how people act at work. Even though artefacts are easy to spot, they can be hard to understand without knowing the deeper values behind them. At Severn Trent Water, artefacts include safety procedures, environmental sustainability projects, training programs and customer service systems (Schein, 2017).
The second level is espoused values. These are the values and beliefs that an organisation says are important, often shown in mission statements, policies and goals. These values show what the organisation says it cares about most. For Severn Trent, espoused values include environmental responsibility, customer service, reliable operations and sustainability. (Schein, 2017).
The third and deepest level of culture is the basic underlying assumptions. These are the deeply held beliefs that guide how people act in the organisation. Employees might not always realise these beliefs are there, but they have a strong effect on how people think and act at work. 
 Overall, Schein's model helps managers to understand the visible and hidden parts of the organisational culture, even though some deeper cultural assumptions may sometimes be harder to see or change within a larger organisation (Schein, 2017).







4.3 Johnson and Scholes’ Cultural Web
Johnson and Scholes created the Cultural Web model to help organisations look at the different parts that support their culture (Johnson, Scholes and Whittington, 2020). The Cultural Web points out six connected parts that shape the shared beliefs in an organisation.
One part of the Cultural Web is stories (Johnson, Scholes and Whittington, 2020). Stories are the things employees tell each other about important events or successes in the organisation. These stories help support the organisation’s values and shape how employees see the company’s identity and history. At Severn Trent Water, stories about environmental projects and successful building work help show the organisation’s commitment to sustainability and doing a good job.
Another part is rituals and routines. These are the daily actions and habits that show what behaviour is expected in the organisation. At Severn Trent, examples include safety briefings, regular meetings and checking how work is going (Johnson, Scholes and Whittington, 2020).
Symbols are also important in supporting organisational culture. Symbols include things like logos, uniforms, office design and other visual signs of the organisation’s identity. Severn Trent’s branding and environmental campaigns are symbols that show the organisation’s commitment to sustainability.
Using the Cultural Web shows that Severn Trent’s organisational culture is supported by its ways of working, leadership and daily activities. Furthermore, the culture web also helps managers understand how everyday practices, leadership behaviours, and organisational systems reinforce the cultural values within a company (Johnson, Scholes and Whittington, 2020).

4.4 Handy’s Culture Types
Charles Handy described four main types of organisational culture: power culture, role culture, task culture and person culture (Handy, 1993). Each type matches different ways organisations are set up and managed.
Power culture exists when authority is concentrated in a central leader or a small group of leaders. This type of culture is often found in small organisations where decision-making is highly centralised.
Role culture is based on clear roles, responsibilities and rules. Authority comes from a person’s position in the organisation, not from personal influence (Handy, 1993; Mullins and Christy,  2016). Role cultures are common in large organisations where stability and efficiency are important.
Severn Trent Water mainly shows role culture. Employees have clear responsibilities and follow set procedures to keep operations safe and meet regulations.
Task culture is about teamwork and solving problems. In task cultures, employees work in teams to finish projects, and decisions are often made by those with the most knowledge, not just by managers. At Severn Trent, you can see task culture in project teams that work on new ideas, environmental management and building infrastructure.
Overall, Handy’s model shows that Severn Trent mostly has a role culture, but also includes some parts of task culture. Like how leadership styles influence workplace behaviour, even though a lot of companies have different culture types, they may exist at the same time (Handy,1993).








4.5 Deal and Kennedy’s Cultural Types
Deal and Kennedy developed another model that categorises organisational cultures according to the level of risk involved in decision-making and the speed with which people get feedback (Deal and Kennedy, 2000). They described four types: tough-guy culture, work-hard/play-hard culture, bet-your-company culture, and They described four types: tough-guy culture, work-hard/play-hard culture, bet-your-company culture and process culture..
Deal and Kennedy (2000) categorised organisational cultures into four types: tough-guy culture, work-hard/play-hard culture, bet-your-company culture and process culture.
The bet-your-company culture involves high-risk decisions where the results may take years to become clear. Organisations operating in industries such as construction or research and development often demonstrate this type of culture.
Process culture has low risk and slow feedback. Employees mainly focus on following set procedures and making sure tasks are done right. This type of culture is common in industries with lots of rules.
Severn Trent Water is a good example of process culture because the organisation strongly focuses on following procedures, keeping safety standards and meeting regulations. In industries like water utilities, mistakes can seriously affect public health and the environment, so careful procedures are very important.
Overall, using these cultural frameworks shows that Severn Trent Water has a structured and process-focused culture that values stability, responsibility and long-term sustainability.
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Organisations are shaped by their external environment, such as the economy, laws, technology, and society. To stay competitive, they must adapt to outside pressures or risk falling behind (Mullins and Christy, 2016).
Managers use PESTEL analysis to study political, economic, social, technological, environmental, and legal factors affecting organisations. This helps them identify opportunities and threats for better decision-making (Johnson, 2020).Political and legal factors are crucial for Severn Trent Water, which operates under strict UK regulations. This creates a culture focused on compliance and reliability, with employees following strict procedures (Severn Trent, 2023).Financial pressures affect Severn Trent's operations. The company must balance affordable water for customers with investments in infrastructure and environmental protection, driving efficiency and cost-saving (Mullins and Christy, 2016).Growing public concern for the environment influences companies. Severn Trent responds with green programs, source protection, and eco-friendly technology, building a culture of responsibility (Mullins and Christy, 2016).
Technology shapes organisations by improving operations and customer service. Severn Trent invests in digital tools and automation, supporting a culture of innovation and continuous improvement (Johnson et al., 2020).Environmental issues like climate change and water scarcity are major challenges. This makes sustainability central to Severn Trent’s culture (Severn Trent, 2023)..Severn Trent faces complexity from regulations, environment, and technology. Its culture blends strict routines for compliance with gradual innovation and green investments (Severn Trent, 2023).Denison’s Traits Theory identifies four cultural traits that support effectiveness: mission, consistency, involvement, and adaptability (Denison, 2000).Involvement refers to employee participation in organisational activities and decision-making. Severn Trent encourages employee involvement through training programmes, teamwork and leadership development initiatives (Denison, 2000).In summary, external factors shape Severn Trent’s culture and operations. With strong cultural traits, the company can meet challenges and provide reliable, sustainable services (Mullins and Christy, 2016).
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Organisational culture can help organisations succeed, but it can also limit effectiveness. Strong cultures may resist change and make adapting to new ideas harder (Schein, 2017). While strong cultures improve stability, they may reduce flexibility and innovation if they become too rigid (Alvesson, 2013).
Cultures that emphasise strict procedures and formal rules can slow decision-making and reduce creativity. Highly bureaucratic organisations rely on formal controls and standardised procedures, which ensure consistency but can limit quick responses and innovation (Mullins & Christy, 2016).
Severn Trent Water operates in a highly regulated industry, so its culture emphasises compliance, risk management and strict procedures (Severn Trent, 2023). While this is necessary for safety and environmental protection, it can reduce organisational flexibility.
Employees in highly regulated systems have limited autonomy and must follow detailed procedures, reducing opportunities for innovation. Formalised cultures can struggle to adapt quickly because employees rely on routines (Johnson, Scholes & Whittington, 2020).
Strong cultures can cause resistance to change, as employees may prefer existing practices and feel uneasy about new methods. Cultures focused on stability and tradition can discourage innovation, slowing organisational progress (Kotter & Heskett, 1992).
Hierarchical cultures can limit communication and decision-making. When authority is concentrated at the top, lower-level employees may feel less confident sharing ideas, reducing opportunities for creative solutions (Robbins & Judge, 2017).
Employee involvement helps overcome cultural barriers. Involving employees in decision-making improves communication, motivation and commitment (Denison, 2000). In summary, Severn Trent’s culture ensures stability, safety and compliance but can challenge flexibility and innovation. The company’s focus on engagement and improvement helps address these challenges and supports effective performance.
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Organisational culture can strongly affect how well a company does. Research shows that when a company has a strong culture, employees are more motivated, work better together, and the company gets better results (Kotter and Heskett,1992).
At Severn Trent, focusing on safety, caring for the environment, and providing good customer service helps the company provide reliable service and follow the rules. These things help keep the company steady and build customer trust (Severn Trent,2023).
Programs that get employees involved and offer training also help the company do better by building employee skills and motivation (Denison,2000).
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This report looked at Severn Trent Water's organisational culture and how it affects the company’s structure, decision-making, and overall performance. The findings show that culture shapes employee behaviour, decision-making, and how the organisation handles challenges. For Severn Trent Water, the culture focuses on sustainability, operational safety, customer responsibility, and following regulations. These values matter because the company works in a highly regulated industry where reliable service and protecting the environment are crucial (Severn Trent,2023).
To better understand the organisation’s culture, the report used several well-known cultural frameworks. Models like Hofstede’s Cultural Dimensions, Schein’s Three Levels of Culture, Johnson and Scholes’ Cultural Web, Handy’s Culture Types, and Deal and Kennedy’s classifications helped highlight key features of Severn Trent’s culture. The analysis shows that the company mainly follows role culture and process culture, where clear roles, procedures, and standards help keep things stable and accountable (Handy, 1993; Deal and Kennedy, 2000). These traits suit organisations in highly regulated industries because they support consistency, risk management, and compliance.
The report also showed how organisational culture connects with the outside environment. Things like environmental rules, new technology, and growing expectations for sustainability affect how organisations work. Severn Trent has responded by building a culture that values environmental responsibility, customer trust, and reliable operations. This matches research that says organisations with strong cultures are often better at matching their values with what stakeholders expect (Johnson, Scholes and Whittington, 2020).
While Severn Trent’s structured and process-focused culture helps keep operations stable, it can also make it harder to be flexible and innovative. Organisations that depend a lot on formal rules and top-down decisions may make decisions more slowly and have fewer chances for creative problem-solving (Mullins and Christy, 2016). So, it is important for Severn Trent to keep encouraging innovation, employee involvement, and learning to stay adaptable as things change.
In summary, organisational culture is key to Severn Trent Water’s success and long-term sustainability. The current culture gives a strong base for reliable operations, environmental responsibility, and good customer service. Still, finding the right balance between stability and adaptability will be important for the company to keep performing well and handle future environmental and technological changes.
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