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[bookmark: _Toc213711926]Introduction

In today’s highlight competitive business environment, it is essential for organisations to manage their firms strategically and make decisions grounded on cultural understanding and informed analysis on their specific industries. The aviation industry represents a rapidly evolving and dynamic sector, where constant innovations emerge from all around the world which compel airlines to constantly adapt and improve their operational efficiency to meet the standards of stakeholders around the globe.
This report uses Emirates Airlines( EA) as the chosen organisation to examine how organisational culture shapes structure and decision-making, influences performance, and helps the company adapt to its external environment. It also applies key frameworks such as Schein’s Model, Hofstede’s cultural dimensions, and PESTLE’s framework to analyse Emirates organisational culture and provide recommendations for further improvement. 
Once having analysed the key factors which influence the organisations culture, the report shall explore and examine how the same culture may cause a barrier to the company’s success and efficiency, outlining the potential challenges the company may face when met with innovations and changes. Furthermore, shall evaluate how the organisational culture directly impacts the performance of Emirates Airlines, which shall consider both the positives and negatives of operations which would directly affect the stakeholders within the organisation. 



[bookmark: _Toc213711927]Overview of Emirates Airlines
Emirates Airlines was established in 1985 in Dubai (United Arab Emirates) with backing from the royal family of Dubai itself and operates with a workforce of over 175 nationalities. According to the 2024-2025 Emirates Group Annual Report, a revenue of 121,221 million AED was generated by Emirates, indicating a significant market share in the aviation industry and a prominence domestically as well as in other Gulf countries such as Qatar and Bahrain. With significant competition already existing in the forms of airlines such as Etihad Airways and Qatar Airways, it has always been important for Emirates to establish a strong brand reputation in order to gain competitive advantage and grow even further as a firm. One of the ways Emirates seeks to achieve this is by creating a positive work culture through implementing training and reward schemes where employees have access to “impressive salary packages”, in turn increasing employee loyalty and lowering turnover rates within Emirates. Establishing a stable and satisfied workforce is one of many ways Emirates Airlines uses to continue to remain efficient and successful.

[bookmark: _Toc213711928]Influence of organisational culture on structure and decision-making
The identity of a company is heavily influenced by its organisational culture, which are essentially the shared set of “norms, values, beliefs, and attitudes that guide the actions of all organization members and have a significant impact on employee behaviour” (Schein, 1992, as cited in Bogale and Debela, 2024). Through having a strong organisational culture, it helps to build and shape the company’s image and influences how internal and external stakeholders perceive the company.
There is also a link between a company’s organisational culture and it’s leadership, as “leaders can shape organizational culture by communicating their vision, values and expectations, as well as by modeling and reinforcing desired behaviors and norms” (Abawari, Debela and Abegaz, 2024). Thus, decisions made by those in charge can directly influence the motivation, attitudes and performance of employees. Having a strong and defined organisational culture would allow leaders to make decisions in line with the company’s core principles, which reinforces efficiency and shared purpose.
Additionally, EA is seen to operate under a hub-spoke model, which essentially looks “to connect different cities using a central hub for easier transit of passengers travelling to different parts of the world.” (Kamarudeen and Sundarakani, 2020). The airline uses Dubai International Airport (DXB) as its main hub, giving the company a geographical advantage as it’s situated at the centre of 3 continents, allowing for an increased global connectivity and reach. In general terms, hub-spoke airlines are seen as centralised, where most of the decision-making is conducted at its central hub, with the benefits of such a system being that it allows for job opportunities within the community and local economy. However, Emirates culture also allows for participative decision-making in certain areas. Managers encourage input from employees through performance feedback systems, internal surveys, and innovation initiatives. This combination of centralised strategy and participative practice creates a balanced environment where employees feel valued but understand the importance of following established procedures.

However, there is an underlying factor that may conflict with the economic benefits, with it being that hub-spoke airlines may cause congestion within airports, which directly relates to environmental concerns as there would be an increase in aircraft movements within the main airport, leading to a higher carbon emissions rate as well as noise pollution (Pels, 2020). Ghaleb (2020) has found that an increased awareness on sustainability and Corporate social responsibility (CSR) can positively affect a company’s organisational culture, as “companies with cultures that emphasize sustainability and ethical behavior are not only more likely to engage in CSR activities, but also achieve better financial performance in the long term.” EA are working towards integrating effective sustainable procedure within their operations, with the company investing in “most modern, eco‑efficient technology”, making improvements to their operations through monitoring air traffic with the “best flight planning systems available”, as well as potentially moving towards using biofuels in the future (Emirates, N.D.).
In summary, organisational culture plays a pivotal role in shaping the way EA is structured and how decisions are made. Having strong and established values within the organisation enables leaders within to make well informed decisions that align with the company’s expectations and objectives. Through its continuous innovations and growth, it has allowed the company to excel and strengthen its position within its market amidst facing the ongoing challenges regarding competition and it's environmental responsibility, essentially cultivating a strong organisational identity and earning a well-established reputation.



[bookmark: _Toc213711929]Identifying and analysing Emirates’ Organisational Culture using frameworks
To truly understand the organisational culture within Emirates airlines, it is essential to analyse the values embedded within the organisation. This report shall utilise two different frameworks to analyse culture within Emirates Airlines, with the frameworks being Schein’s Model of Organisational Culture (1985) and Hofstede’s Cultural Dimensions (2011).
[bookmark: _Toc213711930]Schein’s Model of organisational culture
Traditional definitions of organisational culture may view the construct as linear, in which culture is seen as a direct cause-and-effect relationship between the organisation and employees, however Schein’s model develops onto this idea by viewing it in layers, from artifacts which are most visible to less visible values (Schein, 1992, as cited in Hogan and Coote, 2014). The three layers that were identified were artifacts and creations, espoused values and beliefs, and basic underlying assumptions (Makumbe and Washaya, 2022).
[bookmark: _Toc213711931]1- Artifacts and creations: 
Within Schein’s model, artifacts represent the visible characteristic features of an organisations culture, which may include language, design, symbols and anything observable (Schein 2004, as cited in Makumbe and Washaya, 2022). The distinctive uniform worn by Emirates Airline staff combines aspects such as professionalism, modesty and serves as a visual representation to the company’s heritage. It incorporates the brands signature colours, as well as it symbolising “the desert dunes of its home nation – the United Arab Emirates” (Emirates, 2025). Additionally, the airline looks to embrace a variety of cultures through linguistic diversity, with cabin crew being multilingual and able to communicate with passengers in their own languages (Emirates, 2023).
[bookmark: _Toc213711932]2- Espoused values: 
Values that are set by leaders within organisations and that are standardised to guide behaviours amongst employees are seen as espoused values. These values shape the way employees behave, and essentially function to “guide specific norms”, and help individual to “discern what is considered ‘right’ or ‘wrong’” (Dose, 1997, as cited in Hogan and Coote, 2014). Emirates airlines corporate values are stated in their business Code of Conduct, with the 5 being “Safety, Service Excellence, Innovation, People and Financial Strength” (Al Maktoum and The Emirates Group, 2024).
[bookmark: _Toc213711933]3- Basic underlying assumptions:
Once values have been established within an organisation, they gradually become internalised and evolve into underlying assumptions. “Underlying assumptions manifest themselves through the perceptions, thoughts, emotions, and behaviors of members of the organization” (Hatch, 2004, as cited in Martin, 2006). Safety can be considered as a deep-rooted underlying assumption, as if safety procedures are compromised, various factors such as efficiency, reliability and passenger confidence can be jeopardised (Khadivar, Fardnia and Walker, 2025). Given that one of Emirates Airlines values is safety, it’s imperative that employees are committed to providing the highest standards through vigilance and appropriate safety measures to ensure the wellbeing of passengers (Al Maktoum and The Emirates Group, 2024).
[bookmark: _Toc213711934]Hofstede’s Cultural Dimensions
Hofstede (1980) describes culture as “the collective programming of the mind which distinguishes the members of one human group from another” (Gerlach and Eriksson, 2021). Hofstede proposed six dimensions which help to analyse how national values influence organisations and leadership styles, with the dimensions being: Power distance, Individualism vs collectivism, uncertainty avoidance, masculinity vs femininity, long term vs short term orientation, and indulgence vs restrain (Hofstede, 2011). The graph below shows the values for each dimension for the United Arab Emirates, which would explain certain characteristics regarding the organisational culture exhibited in Emirates Airlines. Although the values may help in understanding why the company operates in a certain way, it is important to remember that there are over 175 nationalities working within the company and that different perspectives and ideas are encouraged to bring about innovation and inclusivity (Emirates, N.D.). “Hofstede's framework has been essential for multinational organizations in managing cultural diversity within global operations.” (Ghaleb, 2020). This report shall discuss the influences of 4 of the dimensions.
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Figure 1, UAE dimension values



[bookmark: _Toc213711935]1- Power Distance: 
As shown in Figure 1, the UAE scored high in power-distance, indicating that their society places a significant importance on hierarchy and authority. In addition to this, Emirates Airlines utilises a centralised decision-making structure in which decisions made by upper management are respected, which ensure consistency throughout the organisation. Given that the company operates within a structure hierarchy, it enables for clear communication channels and procedures to be put in place, and allows for well-defined positions even at entry level. However, even though there is a clear hierarchy established, the company does continue to value teamwork, diversity and collaboration to help empower staff members and foster participation.

[bookmark: _Toc213711936]2- Individualism vs Collectivism:
The UAE scored low on the individualism index, indicating that society tends to prioritise collective decision-making, collaboration and cohesion. Collectivist cultures tend to have individuals who want to maintain strong relationships and have a strong sense of duty to their group (Triandis et al., 1988, as cited in Darwish and Huber, 2003). As the company is known to have a vast number of employees from various parts of the world, it is safe to assume that there would be a balance of both individualistic and collectivistic mindsets amongst employees. This blend allows the company to utilise the benefits of collectivism such as teamwork, whilst also allowing individuals to take initiative and contribute ideas to drive innovation.
[bookmark: _Toc213711937]3- Uncertainty avoidance:
This dimension examines the degree in which individuals feel anxious about situations and the way they’re able to manage that anxiety (Hofstede et al., 2010). Given that the UAE scored a little above halfway, it would indicate that individuals within the country are more intolerant towards uncertainty, and would have strict procedures instilled. This is apparent within Emirates Airlines, as the company emphasises importance on strict operational protocols as well as training, ensuring that employees are able to perform well under pressure and under changing circumstances.
[bookmark: _Toc213711938]4- Masculinity vs Femininity:
This dimensions “refers to the distribution of values between the genders which is another fundamental issue for any society” (Hofstede, 2011). It essentially dictates the way the society behaves, for example, countries of a higher masculine index tend to be more “assertive and competitive” compared to countries of a higher feminine index, as well as having strong ideologies regarding the role of a man (Hofstede, 2011). The UAE exhibits a balance on the masculine-feminine index, which signifies that whilst the country values success and hard work, it also values it's citizens having a higher quality of life.
Overall, Hofstede’s dimensions highlight the links between societal values within the UAE and how they shape Emirates Airlines organisational structure.



[bookmark: _Toc213711939]How Emirates Airlines uses organisational culture to adapt to its external environment
In today’s aviation industry, an organisation’s ability to adapt to external challenges relies heavily on the strength and flexibility of its culture. Emirates Airlines has built its reputation and culture on continuous support through adaptability, innovation, and improvements, enabling it to respond to its global market and customer expectations.

Figure 2 displays a PESTLE analysis of the EA and highlights the influences it would have on the organisational culture and operations at Emirates Airlines. The framework was developed by Francis Aguilar, which aimed to provide “a structured diagnosis of the macro-environment in which the company operates and on which aspects of this environment corroborate to identify threats and opportunities to create competitiveness in the market highlighted” (Barney and Hesterly, 2017, Hitt et al., 2018, as cited in de Sousa and Castaneda-Ayarza, 2022).
[bookmark: _Toc213711940]PESTLE Analysis
	
P



Political

	1- the Russo-Ukrainian war
2- Civil wars like in Yemen and Sudan
3- Political instability in Syria
4- Terrorism 
	The impact of the geopolitical conflict the cancellation of flights, incresed operational costs, security checks when dealing with terrorism. This creates longue queue of passengers

        

	
E




Economic

	1- Fluctuations in oil prices
2- No taxes to local government
3- Good transport infrastructure
4- Construction of modern airports
5- Currency fluctuations

	EA benefits from Dubai’s tax free environment, the good road infrastructure and rails in Dubai that make the movement of the cargo and passengers easy. Also, to address the problem of the currency, the EA uses 
Financial  instruments like the fuel contract that locks the price from going up.            


	
S

               

Social

	1- the growing of population
2- Demanding safer flights
3- Expectation of good service
	The growing population increases demand for flights, where as demanding for safe flights make the EA invest in advanced safety technologies, crew training.  The good service makes the EA maintain its good reputation.


	T



                   
Technological


	1-  Adopting new technology
2- Using new navigation technique to land safely during low cloud or poor visibility

	The EA has integrated AI for customer, (ERP)for operation, and biometric boarding like facial recognition, no need for documents, and is fast and secure.                    

	E



Environmental


	1-Old  aircrafts emission
2- Aircraft noise
3- Environmental protection

	EA  must upgrade its aircraft to newer and fuel- efficient to reduce carbon emissions, Noise pollution affects communities near the airports. It has to invest in quieter aircrafts.
                     

	
L



Legal


	1- Lawsuits by other companies, customers, NGO, governments
2- Adhere to the laws: Data protection
3- Observe health and safety

	Legal dispute can ruin the reputation of the airline, to pay financial penalties, and disrupt operations, comply to data privacy regulations, to avoid fines. Also to observe health and safety standards of the passengers and crew.
            




Figure 2, PESTLE analysis of UAE and Emirates Airlines

[bookmark: _Toc213711941]Organisational culture as a barrier to effective functioning 

Whilst organisational culture may provide a foundation to the company’s structure and overall push for excellence, certain aspects regarding established procedures and hierarchy may bring about drawbacks and could limit employee satisfaction and collaboration. 
Resistance to change “reflects the negative attitudes and behaviors expressed by the employees during times of organizational change” (Rehman et al., 2021). When organisations look to make changes regarding management and operations, employees may be reluctant to adapt to those changes, which may “stem from employees' desire to maintain the status quo, fear of uncertainty, lack of information, or negative past experiences with organizational change” (Oreg, 2006, as cited in Toksoz, 2025). 
Additionally, authoritative leadership styles are commonly found in hierarchical societies, which the UAE has exhibited to have according to Hofstede’s dimensions. “Authoritarian leadership styles are often associated with negative performance, complex leader–follower relationships, and high intentions of followers to leave” (Schaubroeck et al., 2017, as cited in Pizzolitto, Verna and Venditti, 2022), which could lead to employees experiences high pressure to perform well and uphold to the values and standards of the airline.

· 

[bookmark: _Toc213711942]The impact of organizational culture on the performance of Emirates Airlines 
Organisational culture entails the core values a company instils into its workers and leadership to increase motivation, and encourage efficient decision-making. With this work ethic, comes intense productivity and a push for perfection and quality by maintaining consistent beliefs and goals, the incentives of workers and management can coalesce to create the optimum environment for success for Emirates Airlines. The Way this can be achieved is through a ‘can-do’ mentality, where the teams collaborate to reach goals other firms would consider to be too ambitious. This approach requires a high level of discipline among employees, setting a universal standard within the company for them to follow, correct procedures, and meet deadlines. A benefit of this method of working is that Emirates becomes a vessel for innovation through the creative work of employees and the management team, who work alongside each other to produce the best results possible (for example in the form of excellent customer service by refining the procedures followed by employees).
 Alongside this, it is incredibly important for workplaces to still maintain and uphold the health and safety standards put in place to protect their workers. This is through employers notifying their employees of their welfare rights and adhering to the Occupational and Safety Health Act to ensure all workers are subject to adequate working conditions. This acts hand in hand with organisational culture as, if workers do not feel well-treated and cared for, motivation plummets and the calibre of work produced would most likely drop.
 The most effective way for the Emirates to meet these goals is through strong leadership within the company. With a narrow ownership structure and ‘flat hierarchy’, decision-making is faster and clearer, enabling the firm to put ‘ground-breaking ideas’ into action much more easily. Having a stable and experienced senior team also enables Emirates to make confident decisions, backed by deep expertise and thorough research. This also gives the company focus as opposed to having many excellent ideas among the workforce, but no refining done. A lack of organisation and leadership can make teams feel lost and scattered, so for such a successful and large company like Emirates, effective leadership is a non-negotiable when needing to implement the plans needed for growth.
However, having a high-power distance-based leadership structure may diminish worker-employer relationships, particularly if employees feel as though their suggestions and ideas are not being considered on the basis that they are lower ranking within the company compared to more senior members. As a result, the motivational gains obtained from having a positive organisational culture could be threatened if staff do not react well to the discipline given by higher-ups within Emirates. Organisational culture may also place high amounts of pressure on staff within the firm, who instead of feeling adequately challenged and respected, could instead feel taken advantage, particularly if they are not subsequently rewarded after working so efficiently. 
[bookmark: _Toc213711943]Conclusion and recommendations
In summary, this report has explored how Emirates Airlines’ organisational culture has influenced its structure, decision-making, and its performance. By using two frameworks, the Schein’s Model and Hofsted’s Cultural Dimensions, it has been evident that behind the success, the brand and the excellent service of the Emirates Airline is its strong hierarchical structure, a collaborative diversified workforce, the ability to grasp opportunities in the market, and its performance oriented culture. Also, a PESTLE analysis tool has been used to discover the impact of the challenges from the external environment. 
However, the report also has discovered that the organisational culture, that has been a strength for the carrier, can become an obstacle when facing change and innovation.                 To remain competitive in the developing air transport sector, EA should foster a culture that promotes open dialogue and seeking the employees’ feedback, and cross-cultural teamwork. Moreover, it has to invest in innovation and digital transformation to stay agile. Good leadership, also, is an important factor in motivating the employees at work, and help EA to retain its reputation and branding. Thus, investing in leadership programmes that promote flexibility and open communication.
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