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[bookmark: _Toc216094935]1.0 Introduction
Organisational Culture is widely recognised as a critical determinant of organisational effectiveness, shaping behaviour, performance, decision making and strategic alignment. It defines “how things are done around here” (Mullins & Christy, 2016; p 574), shaping structure, communication, and decision-making processes. In the modern globalised business landscape, companies such as Siemens AG must effectively manage diverse workforces while maintaining a unified corporate culture. 
Siemens AG headquarters is located in Munich, Germany. In 1847, it was founded by Werner von Siemens and Johann Georg Halske. It is now a global leader in engineering, digitalization, and sustainable technologies operating across more than 200 countries. The company’s divisions span energy, mobility, healthcare and industrial automation (Siemens 2024). It’s strong emphasis on innovation, sustainability, and ethical governance forms the foundation of its corporate culture (Siemens Annual Report 2024). 
This report critically evaluates how Siemens’ organisational culture influences its structure and decision-making processes. It applies relevant theoretical models including Schein’s model of organisational culture, Johnson and Scholes cultural web and Hofstede’s cultural dimensions to identify and analyse the type of culture present at Siemens. Furthermore, the report examines how Siemens uses its culture to adapt to external environment, assesses whether culture serves as a barrier, and evaluates its impact on performance. It concludes with recommendations for improvements.
[bookmark: _Toc216094936]2.0 Organisational Culture of Siemens
[bookmark: _Hlk215658027]Siemens AG has built a strong innovation-driven organisational culture rooted in engineering excellence, reliability, technological progress and ethical responsibility. Siemens describes its culture as Ownership Culture grounded in three core values: Responsible, Excellent and Innovative. Siemens company culture is characterised by innovation flexibility and a strong emphasis on diversity equity and inclusion (DEI), long-term thinking, and a strong on sustainability and customer value (Siemens AG, 2024). This means that there is a mix of professionalism and engineering excellence. After the 2000s compliance crisis, there was a sweeping governance and compliance reforms (Siemens, 2025).
[bookmark: _Toc216094937]3.0 The Role of Organisational Culture in Shaping Structure and Decision-making
The company's dedication to attaining sustainable growth and investing in technical enterprises that are future-proof is reflected in Siemens' organizational structure. Roland Busch, the president and chief executive of Siemens, overlooks the company's two-tier management structure. (Siemens AG, 2024) as shown in the Figure 1 below. 
1. A 20-member Supervisory board that reviews and approves financial statements and reports.
2. A managing board that is in charge of the company’s business policies and corporate strategy for various industrial businesses. These include digitalization, smart infrastructure, mobility and healthcare (Siemens Healthineers)
[image: A diagram of a company structure

AI-generated content may be incorrect.]Figure 1 Siemens' Organisational Chart
Organisational structure determines how tasks are divided, coordinated, and supervised, while culture influences how employees interpret these processes (Hatch & Cunlife, 2019). At Siemens, culture and structure are deeply intertwined, supporting innovations, accountability, and operational excellence.
Siemens has traditionally had a mechanistic structure, needful to coordinate its global operations. In recent years, it has shifted towards decentralization, promoting more agile and autonomous business units. Siemens adopts a matrix structure that integrates both functional and regional dimensions. This allows the company to coordinate global operations effectively while maintaining responsiveness in local markets. The structure reflects Siemens’ cultural values of collaboration, empowerment, and entrepreneurship (Siemens, 2025). According to Schein (2017), organisational culture manifests through visible structures and processes. 
At the local level, Siemens' decentralized structure embodies autonomy and trust. This alignment can be seen in Siemens’ Ownership culture initiative, which encourages employees to act as “owners” of the business. This value-based culture supports a flatter structure, reducing bureaucratic barriers and promoting faster decision-making as explained in the Sustainability Report (Siemens, 2024).
Decision-making at Siemens is influenced by its German corporate heritage, characterised by precision, discipline and long-term strategic thinking (Hofstede-Insight, 2023). The culture fosters collective consensus and evidence-based decisions rather than impulsive or top-down directives. Managers are encouraged to involve multidisciplinary teams in decision processes, aligning with the participative leadership approach (Denison, 2020). For example: The move towards sustainability and digital transformation through Siemens Xcelerator shows how its culture enables quick adaption and bold decisions in response to environment pressures and technological shifts.
This contrasts with more hierarchical or individualistic cultures. Siemens promotes cross-functional collaboration, digital platforms, and transparent communication channels to facilitate informed decision-making. Its New Siemens transformation strategy encourages agility and digital integration, allowing decisions to be made closer to customers (Siemens AG, 2024). This reflects a cultural shift towards empowerment, innovation and customers-centricity. 
In summary, Siemens’ culture of innovation, accountability, and inclusive directivity directly supports its matrix structure and decentralised decision-making approach, ensuring adaptability in a dynamic global environment.
[bookmark: _Toc216094938]4.0 Identifying Types of Organisational Culture in Siemens
[bookmark: _Toc216094939]4.1 Schein's Model of Organisational Culture
Schein (2017) proposed a three-level model to analyse culture: artefacts, espoused values, and basic assumptions.
Artefacts: Siemens culture is visibly through modern open office layouts, sustainability initiatives, and diversity programmes. Its artefacts include slogans like “Ingenuity for Life”, digital transformation projects, and employee innovation hubs (Siemens AG, 2024).
Espoused values: Siemens promotes innovation and sustainability, responsibility and excellence. These values are reinforced through training programmes, sustainability goals and reward systems (Siemens AG, 2024). It provides products, offers customized solutions and installs systems across numerous industries, including energy, infrastructure, healthcare and manufacturing.
Basic Assumptions: Deeply rooted in Siemens history is a belief in technological progress and ethical responsibility. Employees assume that technology can solve global challenges -a mindset driving innovation and environmental stewardship.
Through Schein’s model, Siemens’ culture can be seen as a blend of technological optimism and social responsibility, shaping its internal cohesion and strategic priorities.
[bookmark: _Toc216094940]4.2 The Johnson and Scholes Cultural Web
The Johnson and Scholes’ Cultural Web framework breaks culture into seven elements: stories, symbols, rituals and routines, control systems, organisational structures, power structures and the paradigm.
The Paradigm (Core Cultural Assumptions): At the centre of Siemens’ paradigm lies a longstanding commitment to engineering excellence, technological innovation and reliability. It has a strong focus on sustainability and belief in being a global, socially responsible industrial leader. This shapes how Siemens views its purpose: solving complex industrial and societal challenges through technology.
Stories: The core belief is reinforced by organisational stories that emphasise the company’s over 175 years heritage of innovation in electrification, automation, and digitalization. It has had major infrastructure achievements and its post-scandal emphasis (2006-2008) on integrity and responsibility (Siemens, 2025). Tales of global collaboration across countries and business units reinforce Siemens as a forward-thinking, reliable engineering powerhouse.
Symbols: The organisations symbols-including its global recognised brand, clean technological imagery by use of colours; green/blue and modern engineering workplaces-communicate a culture focused on precision and industrial progress. Modern, technology-focused workplaces emphasise innovation labs, smart factories and digital twins. 
Rituals and Routines: Daily rituals and routines further embedded this identity particularly through highly structured engineering and project processes. Its routine use of Lean, Six Sigma and safety practise, data-driven decision-making and continuous improvement methodologies. In addition is routines around compliance and ethical conduct of Siemens post-2000 corporate reforms. The CEO of Siemens AG states that "Ethical management and compliance are non-negotiable” (Siemens, 2025). Integrity is firmly established at the centre of Siemens culture and business operations, going beyond rigorous adherence to regulations. These routines reinforce the culture of quality, precision and integrity.
Control Systems: Siemens employs rigorous control systems including strict performance metrics around engineering quality, safety and delivery. Comprehensive Compliance frameworks and ethical controls are in place following corruption scandals in the 2000s (Siemens, 2025). This reflects a culture that values discipline, accountability and ethical conduct. 
Organisational Structures: Its organisational structure, typically a global matrix, supports cross-functional collaboration while maintaining strong technical hierarchies. 
Power Structures: Power within Siemens is concentrated among engineering experts, senior leaders end compliance authorities, highlighting the centrality of technical expertise and responsible governance.
Overall Siemens’ Cultural Web depicts an organisation shaped by engineering tradition, disciplined operational practises and a strong ethical orientation all which support its position as a global industrial and technological leader.
[bookmark: _Toc216094941]4.3 Hofstede’s Cultural Dimensions
Hofstede's (2011) dimensions helps explained Siemens national and corporate cultural traits as shown in the Table 1 below.
	Dimension
	Siemens’ Cultural Traits
	Implications

	Power Distance
	Moderate
	Formal hierarchy exists, but openness to upward communication is increasing. Promotes egalitarian and participative management.

	Individualism vs. Collectivism
	Balanced
	Encourages individual ownership with strong team collaboration.

	Uncertainty Avoidance
	High
	Emphasizes careful risk management, compliance, and control systems.

	Masculinity vs. Femininity
	Slightly masculine
	Focus on performance and achievement, yet inclusion and sustainability are rising.

	Long-term Orientation
	Very high
	Siemens invests in future technologies and long-term stakeholder relationships. Its focus is on sustainability and innovation.

	Indulgence
	Low
	Reflects discipline and professionalism


Table 1Siemens' Organisation Analysis Using Hofstede Cultural Dimensions
These cultural dimensions influence structured planning, precision engineering and a strong focus on continuous improvement.
Siemens' culture, founded on German norms, precision, order, and long-term value creation, has globally evolved to embrace diversity and innovation. The company fosters an environment where employees are empowered to be creative and collaborate, come up with flexible working models that from prioritises outcomes over fixed hours and location. The company is committed to creating a sense of belonging by bringing diverse perspectives and ensuring equitable opportunities for all. The company promotes an environment where employees feel valued, empowered, and can bring their unique perspective to solve complex programmes. This is supported by a commitment to flexibility, individual responsibility within teams, and continuous improvement through training programmes (Siemens AG, 2024).

[bookmark: _Toc216094942]5 Siemens’ Organisational Culture and Adaptation to External Environment
Organisational culture acts as a mechanism for environmental adaptation (Kotter & Heskett, 2011). Organisations must manage different workforces and deal with greater complexity as a result of globalisation in order to establish a cohesive culture (Mullins & Christy, 2016). Siemens’ strong innovation culture enables it to adapt to global environmental challenges, particularly technological disruption, sustainability, and global competition. Siemens uses its culture as a strategic tool for adaptation
Innovation-Driven Culture: Siemens has embraced Industry 4.0, integrating Digital Twin technology, automation, and Artificial Intelligence (AI). Its culture promotes continuous learning and agility, allowing employees to adapt to new technologies. Programmes such as “Siemens Xcelerator” and “Ownership Culture” reflect a mindset shift towards openness and co-creation (Siemens AG, 2024). This is reflected in its significant investment in Research and Development (R&D) and therefore, maintains a competitive advantage in high-tech markets.
Sustainability and Responsibility: Environmental concerns drive Siemens’ sustainability culture. In the Sustainability Report 2024, the “DEGREE framework” focuses on decarbonisation, ethics, governance, resource efficiency, and equity and employability (Siemens, 2024). These cultural values align with global environmental standards and stakeholder expectations. In order to navigate global volatility, leadership programs that emphasize resilience, ethical behaviour, and strategic vision are crucial. By utilizing the Siemens Xcelerator platform for digital solutions, investing in employee upskilling, and creating products like battery-hybrid trains to meet decarbonization goals, It also responds to market shifts like decreased demand from China with strategic restructuring, including workforce adjustments. For example, the figure below shows a strategy to empower the workforce (BrandAsia, 2020).
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Figure 2 Four Strategic Principles for Building Empowered People

Global Inclusion and Diversity Initiatives: Siemens operates in over 200 nations and promotes an inclusive culture. Innovation and local responsiveness are facilitated by its multicultural teams (Thomas & Inkson, 2017). To navigate this complexity, it embraces local cultural norms while maintaining a global identity Its leadership practices emphasis cultural diversity, decentralised decision-making and integration of local market knowledge (Schneider & Barsoux, 2017). This adaptive capability ensures resilience amid economic fluctuations and geopolitical changes. 
Customer-Centric Culture: Given the competitive nature of industrial and digital markets, Siemens adapts its culture to respond effectively to customers’ needs. It has the ability to modify goods and services in response to shifting consumer needs and technological expectations. In order to efficiently address client needs, Siemens focuses on customized and long-term partnerships; promoting client participation to co-develop solutions (Siemens AG, 2024).
Agility and Decentralisation: In response to external pressures such as global economic uncertainty, supply chain disruptions and industry restructuring have encouraged Siemens to adopt a more agile organisational structure. The company has shifted towards decentralised business units with greater autonomy, enabling faster decision-making and improved responses to environmental volatility (Siemens AG, 2024). This culture shift from hierarchical bureaucracy to organisational agility supports Siemens capacity to adapt in turbulent markets.
Ethical Compliance Culture: Siemens Organisational culture has also been shaped by external demands for transparency and integrity, particularly following historical compliance challenges. The company has since established a strong compile clients culture emphasising ethical conduct, accountability and regulatory adherence Siemens 2003 this culture role transformation aligns Siemens with global governance standards and reinforces stockholder trusts.
Siemens' organisational culture adapts to external pressures such as technological advancements, globalisation, regulatory changes, and market dynamics. By integrating innovation, global responsiveness, sustainability, customer focus, agility, and ethical governance into its cultural framework, Siemens fosters resilience and competitiveness in a complex global environment.
Externally, Siemens has adapted its business model to emphasise sustainability, responding to climate change concerns and regulatory pressures. This change is supported by internal cultural initiatives, such as training in sustainability leadership and incorporating environmental objectives into staff performance evaluations. This illustrates how Siemens' culture helps them stay competitive in a rapidly changing environment. Therefore, Siemens’ adaptive culture serves as a strategic asset for managing global complexity and driving long-term competitiveness.

[bookmark: _Toc216094943]6.0 Organisation Culture as a Barrier to Effective Functioning
While Siemens culture promotes innovation and accountability, it can also create barriers. Historically, Siemens’ role-oriented structure, the legacy of hierarchical decision-making has been criticised for slowing innovation and decision-making. Excessive formulation sometimes hinders rapid responses to market shifts (Trompenaars & Hampden-Turner, 2012). Although the organisation is transitioning towards decentralisation, some employees still perceive decision-making as slow due to the structured process and risk averse behaviour. Hofstede's uncertainty avoidance dimension explains this tendency towards stability and caution.
Another barrier is the challenge of integrating diverse cultures within a global workforce. As Siemens expands internationally, cultural differences can create misunderstandings, communication gaps, and differing expectations regarding autonomy and leadership style.

Given its global footprint, integrating diverse national cultures can create tension between headquarters and subsidiaries. Differences in communication styles or leadership expectation can impact cohesion (Hofstede, 2011).
Additionally, this strong engineering centric culture may sometimes undervalue non technological perspectives such as marketing, creativity, or customer driven innovation. This bias can lead to slower adaptation to market shifts. Long established engineering traditions may lead to resistance towards radical transformation some employees struggle to align with agile and digital-first principles  (Siemens AG, 2024)
[bookmark: _Toc216094944]6.1 Concrete actions to address cultural barriers 
To build a more adaptive and globally attuned organization, by increase leadership training focused on inclusive management and cross-cultural collaboration, ensuring leaders can effectively support diverse teams. At the same time, promoting agile project methodologies will help reduce hierarchical bottlenecks and accelerate decision-making. Strengthening internal communication channels will further integrate global perspectives into everyday workflows, improving alignment across regions (Hofstede, 2011). Finally, enhancing recognition for non-engineering expertise will balance our innovation drivers and ensure that all contributors who advance our mission are valued.
Siemens’ leadership acknowledges these barriers and invests in cultural transformation through leadership training and employee empowerment reducing cultural inertia over time.
[bookmark: _Toc216094945]7.0 Impact of Organisational Culture on Organisational Performance 
Organisational culture is strongly correlated with performance outcomes (Denison, 2020). Siemens organisational culture strongly enhances performance. Research such shows that cultures emphasising innovation, discipline and long term orientation tend to outperform competitors (Kotter & Heskett, 2011). Siemens culture fosters high productivity operational reliability and customer trust. Siemens’ performance success is rooted in its innovation driven, sustainability focused culture.
Innovation performance: Siemens AG emphasises on R&D and learning fosters continuous improvement and new product development. In 2023, Siemens invested $5.6 billion dollars in R&D, reflecting a culture that prioritises innovation.
Employee engagement: Surveys show high engagement levels due to empowerment and flexible working culture (Siemens AG, 2024) the strong focus on employee development contributes to higher engagement and skill levels. Cement invests heavily in apprenticeships, engineering education, digital skills training, and leadership development, reinforcing its commitment to world class talent
Financial performance: Siemens’ strong culture contributes to consistent revenue growth and market leadership in digital industries. The company's ethical values also improved reputation and stakeholder confidence, improving financial performance. The Siemens DEGREE framework is an example of how sustainability culture aligns with global Environmental, Social, Governance (ESG) expectations enhancing long term competitiveness. Siemens performed exceptionally well in the 2024 fiscal year and recorded its biggest net profits to date. Important long-term developments like electrification, digitalization, decarbonization, and aging and rising populations are effectively addressed (Siemens, 2024).
According to the Denison Model, Siemens’ culture demonstrates high consistency (shared values), adaptability (change readiness), and mission clarity. These are all drivers of superior performance (Denison, 2020). Overall, Siemens culture acts as a strategic asset, shaping its ability to innovate, deliver high quality products, and maintain global leadership across industrial sectors.
[bookmark: _Toc216094946]8.0 Recommendations for improvement
1. Enhanced cultural agility: continue investing in cross-cultural training to reduce barriers in global collaboration.
2. Flatten Hierarchies Further: Empower mid-level managers and cross-functional teams to make faster decisions. 
3. Simplify Bureaucracy: Streamline procedures in innovation-driven divisions to improve responsiveness.
4. Strengthen Change Management: Embed digital mindset training to align employees with transformation goals.
5. Encourage Psychological Safety: Promote open feedback and failure-tolerant innovation spaces.
6. Measure Cultural Impact: Implement metrics to monitor how cultural values drive performance and sustainability outcomes.
[bookmark: _Toc216094947]9.0 Conclusion
Organisational processes, including as decision-making, structure design, group behaviour, and motivation, are greatly impacted by culture.  Siemens’ organisational culture is a defining strength that supports its complex structure participative decision-making and global success. Rooted in German engineering discipline yet evolving towards digital agility and inclusiveness, Siemens’ culture aligns employees under shared values of innovation and responsibility. Although bureaucratic tendencies and cultural diversity pose challenges, ongoing transformation efforts sustain adaptability and resilience.
By maintaining a balance between structure and flexibility, Siemens continues to use culture as a strategic advantage, enhancing performance, stakeholder trust, and long-term competitiveness.
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