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[bookmark: _Toc215850556]Executive summary 
Emirates airlines is one of the largest airlines company which is spread worldwide in multiple countries. They are known for their safety and luxury facilities. Even though they provide all this, they too, need to make sure that they are following proper organisational culture protocols. This document discusses how organisational culture impacts on any company’s growth or downfall. Also it tries to cover how Emirates airlines covers this aspect through various models. Following this it looks upon how the company adapts to any sort of external issues which come around. Impact of the organisational culture inside the company to its organisational performance is also analysed. Overall it can be said that Emirates, even though they struggle with several issues, they have found ways to overcome it effectively. They also look for measures to even improve further and if they continue to go this path there is a chance that the company might grow even further.
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Introduction
Emirates airlines is a major airline based in Dubai, UAE and is one of the world's largest airlines. Founded in 1985, it is owned by the government of Dubai through the Emirates group. It operates multiple modern aircraft which flies over 150 destinations throughout 6 continents from the Dubai international airport. The company has a certain organisational culture, which will be discussed in the document through various ways. To begin with it will be critically assessed about how the organisational culture helps shaping the company’s structure and decision-making. Following this, models will be used to identify the various types of culture which are selected by this company. Then it will be looked upon how the company is using the influence of its organisational culture to adapt with its external environment. Lastly it will be checked if the culture is a barrier to effective functioning of the organisation and then evaluation will be done on the impact of their organisation and culture on its performance.
[bookmark: _Toc215850557]How organisational culture impacts the growth and decision making of a company
An effective organisational culture will always help in creating a better strategy for the business. Firstly it will help in an improved employee engagement, and it also helps in employee retention which means there will be no turbulence in the workforce and there will be more productivity in it. An effective organisational culture means that there will be room for creativity and innovation as well as there will be better customer service and a good organisational reputation. Also a strong word culture where there is open communication, shared goals and values, recognition of good work, diversity and inclusion, mutual respect and proper worklife balance, it will always help the company to grow (Akpa, Asikhia and Nneji, 2021). However not having a good organisational culture means that there will be no freedom to give individual ideas which will lead to stagnation of the product which any company produces and lead to stagnation of the product which any company produces. Also the imbalance in proper work environment results in disengagement of the employees from the work and hence less productivity is there and it affects overall decision making and strategy of the company.
[bookmark: _heading=h.n3tgs7af2bh2]

[bookmark: _Toc215850558]Different cultures followed by Emirates Airlines
Emirates airlines follows some specific culture in order to get the best outputs from their people. Emirates follows a clan culture, which focuses on creating a family-like atmosphere for the employees, and helps them in creating a strong sense of belonging with the company while providing them with collaborative orientation and supportive leadership as well. They communicate with them openly and provide them with supportive leadership as well. They believe in creating a management which has a unified vision and culture. They believe that a multinational company like them cannot achieve success without bringing all their employees across different countries on the same page together. Some specific models will be used to understand those cultures such as Schein’s model, Hofstede’s cultural dimensions and Handy’s cultural types. All these are discussed below:
[bookmark: _Toc215850559]Schein’s model
Schein’s model of organisational culture is a triangular model which consists of three levels, namely artifacts, espoused values and basic underlying assumptions. The first level which is artifacts are about the visible and easily observable aspects of an organisation. The things people can see with their eyes in front of them like office layout dress codes logos or other ceremonies examples of what artefacts are. Even though it is easiest to see among three levels it is really difficult when it comes to interpret it accurately without understanding the deeper levels (Bastola, Shrestha and Bhattarai, 2021). 

The second level which is supposed values talks about the goals, strategies and values which the company tends to promote publicly. It is announced through mission statements, codes of conduct or management pronouncements. Even though they provide a framework for how people are supposed to behave normally it does not align with what their true culture is from the inside. 

The bottom level is of the basic underlying assumptions. These are basically made regarding the deepest most unconscious level of culture the company contains. These are mostly the taken for granted beliefs about the organisation and its environment which are not questioned mostly. But still they are the actual truth of the organisation and are the driving force of how they behave in promoting their product. If any sort of change is required in their organisation culture they firstly need to change these fundamental assumptions which is a very difficult process.

Emirates airlines shows some visible elements which fall under the first level like the aircraft design, their uniforms, safety equipment as well as their logos and branding (George, 2021). Also the tendency to stick to their procedures as well as their communication styles is an example of its artifacts. They always emphasise on safety being its highest priority as well as providing luxury materials while travelling, they advertise it openly which is an indicator that it falls under the second level also known as the espoused values. Their underlying beliefs include a hunger about achieving excellence at all costs, maintaining professionalism, trying to keep their customers happy as well as targeting growth and success to make it their core identity.

[bookmark: _Toc215850560]Hofstede’s Cultural Dimensions
Hofstede's cultural dimension identified six categories which are namely power distance index, collectivism vs individualism, uncertainty avoidance index, femininity vs masculinity, short-term vs long-term orientation and restraint vs indulgence.

The power distance index talks about up to what extent inequality and power will be tolerated. High power distance index indicates that a culture accepts inequity and power differences encourages bureaucracy and shows high respect for rank and authority. When low power distance index indicates that the culture encourages organisational structure which focuses on power distribution and decentralised decision making responsibility.

The individualism versus collectivism dimension considers the degree to which societies are integrated into groups and the perceived obligations and dependence on groups. Societies which prefer individualism mostly focus on what is the personal achievement of the people and they prioritise the needs of themselves and their own family. In the idea of collectivism there is a greater view of improving the company as a whole rather than looking after individual goals (Nickerson, 2022). 

The uncertainty avoidance index looks after how the unexpected events are being dealt with. High uncertainty avoidance index means that the company follows a set of strict rules and regulations and they do not tolerate any sort of uncertainty or risk-taking. While a low uncertainty avoidance index means that the company can tolerate uncertainty up to some extent, they lack a rigid set of rules and regulations and the environment is always fluctuating. 

The masculinity versus femininity index looks after how the society perceives the traditional masculine and feminine roles. High masculinity index shows distinct gender rules and appreciation of assertiveness, courage, strength and competition. While femininity includes characteristics such as fluid gender rules, modest, nurturing and concerned with the quality of life.

Long term orientation versus short term orientation focuses on what dimensions the company thinks. Long term orientation means that they focus on the bigger future, while short term orientation means that they focus more on the near future (Żemojtel-Piotrowska and Piotrowski, 2023).

Indulgence Vs district dimension looks after how a society tends to look after its desires. An indulgent society focuses on enjoying life and having fun, while society with restraint focuses on control moderation and saving rather than enjoying life. 

The UAE has a high power distance index which means that up there the focus is mostly on maintaining higher figures. They also have a high uncertainty avoidance index which means that they usually do not tolerate uncertainties. Even though the UAE is a collectivist society, Emirates usually operates with diverse international workforces so the company's focus is to match with the Home countries collectivist tendency and at the same time maintain the individualism of their global employees (Facchini, Jaeck, and Bouhaddioui, 2021). The masculinity versus femininity index shows that the UAE has a balanced approach in this factor. Lastly, UAE culture focuses on short term orientation.
[bookmark: _heading=h.hvsxjwzh89ft]
[bookmark: _Toc215850561]Handy’s cultural types
Handy’s cultural type focuses on four categories namely power, task, person and role culture.

Companies which follow the power culture have only a few people who hold the power in their company or take the decisions and enjoy special privileges at the workplace. They are the most important people in the workplace and they are the ones who delegate responsibilities to other employees. In these environments the employees in most cases do not have the freedom to express their views or share their ideas openly and they have to follow what their superiors say (Peters et al., 2022).

Task culture focuses on a team formation where they have to achieve targets and solve critical problems. Here each and every person has some essential contribution.

Person culture mostly makes the employees feel more important than their organisation. The workers are more concerned about their personal growth, their personal development rather than how the organisation can grow. Even though this is healthy for the growth of the employees career, it affects the company as a whole.

Role culture focuses on delegating roles and responsibilities according to the specialisation or educational qualification of the employees. This helps in getting the best out of them by knowing what they are capable of.

A company as big as Emirates airlines does not fall under a specific type has given this model. But it tends to fall under the category of power culture as they have a centralised decision making and hierarchical authority, where the final decisions are made by the topmost candidates. But they also emphasise on some clearly defined roles they have procedures regarding what role an employee should have in their company. They focus on bringing the task culture in their company slowly with time as it is an emerging aspect by bringing project-based teams that work on specific goals like opening a new hotel (Mheiri and Abdulla, 2022).

[bookmark: _Toc215850562]Adaptation of external environment with organisational culture 
Emirates airlines focuses on its safety measures discipline, continuous learning and teamwork to resist and adapt to the environmental factors which can affect them like economic conditions, regulatory changes and other technologies. 

Aviation industries like Emirates airlines always rely on the safety culture. They heavily focus on creating safe aircraft and also punish people who fail to provide the facilities. It is because if they fail to provide it, that means that there will be some serious consequences. They also focus on technological improvements in order to provide more safety as well as things which are necessary for their luxury (MoghimiEsfandabadi, Djavareshkian, and Abedi, 2023). This helps them to resist criticism regarding their costs, as they are providing facilities which can justify it.

The company heavily focuses on improving their technology which will effectively help them in providing the people with better facilities. This gives them an improved brand recognition as well as also gives them room to increase prices which will provide the more profits as well. These technologies also include safety measures which are crucial for the company to maintain as well (Rohacs, 2023). In case if they fail to maintain it then they will eventually fall behind compared to other companies.

They focus on promoting teamwork and clear communication as that helps them in improving their ideas and patterns in order to push their company to the limits. Even though they follow a structure which follows power culture as mentioned they are trying to adapt to the new task culture as that helps them in improving even more with time and the requirements of the newer generation (Rai and Kulkarni, 2023). Lack of ideas and lack of innovation might result in them lagging behind in comparison to their rivals.

Even though giving space is important, it is also important to maintain professionalism by maintaining the disciplinary methods and the hierarchy’s orders. This helps in overcoming complex situations and high stakes operations more efficiently. Being casual in this fuse of the chances to mess up things when it comes to complex decisions. 

They also focus on providing a safe work environment so that the workers don't tend to leave when there is any crisis situation going on in the external world. If they can ensure that their workers are not leaving under any circumstances that means that they will have a rigid workforce, which also means that they will thrive when others are suffering from such issues of staff shortages. If they fail to continue this, there is a high chance that in a situation of crisis they might lose their staff and hence it will make them lag behind a bit.

Lastly, they train their employees to be flexible in order that the market demands something different from the company to build more effective ideas to deal with those market changes. For example, in a situation of a crisis the people will ask for discounted prices in tickets, it is the job of the people to understand how they can reduce the cost of plane tickets in order to keep them satisfied.
[bookmark: _Toc215850563]Role of organisational culture in effective functioning of the company 
The diverse workforce which Emirates have from many different countries would lead to various sorts of communication challenges and required significant training. This was a major issue as failure in this would result in the employees not being trained enough and hence getting lesser outputs. Also up training them integrating the employees from all those diverse backgrounds into a total group was a challenge in itself and required extreme investments and also extra training and cultural integration programs as well (Arasli et al., 2023). This was important in order to understand what the people of their country and other countries needed at the same time. 

These have been managed efficiently by Emirates airlines as well. Firstly, they had implemented effective change management techniques in order to overcome the cultural differences they had. They focused on providing clear communication to their employees in order to make them understand what their role is and what the company wants them to provide. They have also given some top notch leadership which helped in giving them confidence. And they are being well empowered and motivated to give their best as well.

They have also leveraged their diversity as an advantage. They did so by getting access to a global talent pool with the help of a diverse workforce. Also they have used their customer service efficiently in order to serve a diverse international customer base with their needs. By successfully unifying this diversity the airline has built a very strong organisation culture that leads to many sorts of competitive advantages to them in comparison to other aviation companies (Faris and Arslan, 2025). And also with providing these facilities they also gain employee retention as they are getting a stable work environment and they do not tend to leave their jobs easily.

The company has a hierarchical organisational structure, where they also emphasise on enabling clear and quick communication. Their organisational structure maintains a flat hierarchy but with fewer management levels rather than a tall traditional structure. Their decision-making is still decentralised, which is useful for them as they can make quicker decisions in response to the airline’s fast size and diversity.

[bookmark: _Toc215850564]Impact of organisational culture on the organisational performance of Emirates and recommendations 
Emirates organisational culture significantly impacts its performance by bringing a unified, multicultural workforce towards shared goals. This helps them in getting a global identity and hence getting an advantage over other companies. They also host different training programs and help them in providing clear communication and shared success. By doing this they motivate and empower their employees to work harder. Alongside this they have a strong customer service, which they achieved by providing strong cultural awareness and training, especially for cabin crews. It enhances customer satisfaction and builds positive customer relationships. Also having a shared commitment to the company's vision supported by proper management and good leadership ensures that consistent service delivery and a positive brand image is maintained. Lastly, a multinational culture and strategy helps Emirates airlines compete effectively on a global scale which satisfies a diverse customer base and also helps the company in expanding their territory to newer destinations.
There are some challenges related to organizational culture
· Communication gap: Older issues still exist such as the communication gap which can occur from the different nationality of the employees 
Solution: In order to resolve this issue, the company should focus on building their management efficiently.
· Employee resistance: Employees might resist any sort of change implemented by the company. 
Solution: The company should focus on providing a supportive environment to the employees and take use of change management models if required.
Emirates airlines should focus on creating an inclusive and psychological safe environment. Which means they need to make them feel safe enough to speak up or report any sort of errors or innovative ideas so that they can use them to improve their company. They also need to focus on further enhancing their diversity and unifying them. They also need to focus on improving communication by implementing two way communication systems or promoting an open-door policy. They should focus on making regular updates. They should focus on making regular updates on their communication policy according to what the system has to provide them (Naveed et al., 2022). They also need to empower employees for performing well as well as recognise their contributions. They should encourage them in making their own decisions as well as recognise or reward them for something they are doing good. At the same time they should also focus on balancing their personal life with their work life. Lastly, they should focus on teaching them how to constantly learn things and also be innovative by taking calculated risks and bringing things which are new and creative enough to catch the eye of people.

[bookmark: _Toc215850565]Conclusion 
Organisational culture is a crucial factor in providing employees and an environment where they can give the best out of them. A company like Emirates airlines essentially needs to look after these factors and focus on getting the best out of their employees. At the same time they also need to look at whether the employees are happy enough to work in the place which is also an important factor in making them work efficiently. This document looked after how organisational culture can be important enough to decide the growth or decision making of a company. Following this, models would be used to understand the organisational culture of Emirates airlines. Then it looked at if the organisational culture was prepared enough to handle the external environment or not. Then it was looked at what was the role of the organisational culture of eminence in the effective functioning of the company and then the impact of organisational culture on the organisational performance of Emirates and recommendations were given as well.
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