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Executive Summary 
This report critically focuses on how organizational culture within Emirates Airlines that is a global leader in the aviation industry has influenced the structure, decision-making, adaptation, and performance. It uses Thomas, (2023) to analyses the impacts of shared values on hierarchal design and strategic agility.
Based on Schein model, Hofstede dimensions, and Handy typology, Emirates has a hybrid culture, that is a combination of role-based discipline and task-oriented innovation. This allows quick decision making at the expense of inflexibility in multicultural groups.
To adapt to the geopolitical changes and the pressure to remain sustainable, the airline uses its ethos of Open Skies, Open Minds. Nevertheless, the moderate barrier can be the difficulty in integrating diversity because of strong national cultural influence (UAE-centric).
According to the performance statistics, culture leads to customer loyalty (Skytrax 5-star) and an employee retention, however, innovation falls behind the competitors. It has been suggested that auditing of culture, training on diversity and decentralized decision units can be recommended.
The report ends by concluding that the culture of Emirates is a strategic asset but active evolution is needed to remain a global leader.
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[bookmark: _Toc213238639]Introduction 
The pervasive aspect of organizational culture, which is commonly defined as the way we do things around here, is a shaper of decision-making, structure as well as adaptability among global firms. According to Cavaliere and Mori, (2025), the impact of culture on decision-making, structure design, group behaviors, work organization, motivation, job satisfaction, and management control is critical in the internationalized and more intricate organizations. Emirates Airlines, with a workforce of more than 100,000 employees of 170 different nationalities, is just such a dynamic.
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[bookmark: _Toc213238655]Figure 1: Emirates logo 
Source: Emirates , 2018
Established in 1985 as an idea of Dubai, Emirates is in a hyper competitive, controlled and geopolitically unstable business. It has a culture which is based on luxury service, innovation, national pride, which both enables it and also can be a limiting factor. The choice of Emirates is based on its international size, cultural diversity, and strategic cultural branding (i.e. Fly Better) as it fits the globalization aspect of the brief.
Aims
The following report is to meet five objectives:
· Debrief the relationship between culture and structure/decision-making.
· For the identification of the culture of Emirates apply Schein, Hofstede and Handy models.
· Examine the role that culture plays in adaptation to the external environment.
· Assess the presence of culture as an impediment to efficient operations.
· Evaluate performance change and recommend improvements.
Methodology
It uses peer-reviewed journals, Emirates annual reports, industry analyses, and academic texts as secondary data sources; meanwhile, the sources published after 2018 are given priority. UWTSD Harvard references are used.
Structure
In this context, Section 1 examines how culture affects structures and decisions. Section 2 surveys the culture through the density of structures. Section 3-5 assesses the adaptation, barriers, performance, and recommendations. The conclusion summarizes the findings.
Thesis: The culture of Emirates is a two-sided sword - its excellence and cohesiveness have bred successful performance and cohesiveness, but the flip side is that it presented a risk of stagnation and intolerance in a multicultural rapidly changing world.


[bookmark: _Toc213238640]Part 1: Organizational Culture and the Structure/ Decision-Making. 
Organizational culture defines structure by facilitating the manner in which authority is shared, the direction of communication, and coordination patterns (Grover, Tseng and Pu, 2022). The culture at Emirates is a combination of role clarity and task flexibility, this comes out as a strong central control; Matrix structure.
Values and Organizational Culture.
The central value of the service provided by Emirates, its espoused value, is represented in its hierarchical but operationally dynamic structure. There are strict protocols (role culture) and cross-functional squads (task culture) of engineering and digital teams which are followed by cabin crews. This is the hybrid that can be seen in the Emirates Group Structure (Emirates, 2023) that includes data (ground handling) and Emirates SkyCargo operating semi-autonomously under a single brand.
[bookmark: _Toc213238647]Table 1: Cultural elements and its impact on structure 
	Cultural Element
	Influence on Structure
	Example

	National pride (UAE)
	Top-down strategic management.
	Fleet decisions are approved at Dubai HQ.

	Service excellence
	Standardised global roles
	Standardised training in 160+ stations.

	Innovation
	Cross-functional teams
	“Emirates Innovation Lab” in 2022



Decision-Making Style
High power distance is evident in decision-making - lower-level Emirati leaders are allowed to voice their perspectives through forums organized by My Emirates, which entails final decision-making by senior Emirati leadership. Controlled delegation is evident in a study that discovered 85% of the crew members feel empowered to raise safety concerns.
Critical Analysis: This balance allows finding solutions quickly to crises (e.g., COVID fleet grounding in 48 hours), but slow innovation. An example of the latter is that the introduction of biometric boarding was adopted later (as compared to Singapore airlines) due to top-down approval bottlenecks.
Connect to Mullins and Christy (2016): The focus of the quote on culture influencing the process of decision-making and design of structure is justified - the culture of service-first at Emirates impairs the lack of standardization, and the culture of innovation drives decentralized pods. Nevertheless, UAE centric leadership can become a barrier to adaptation because of the cultural inertia of the culture — which is discussed more in Section 4.
In this way, culture has a positive influence on creating a coherent, brand oriented organization, however, centralization threatens to make dynamic markets inflexible.


[bookmark: _Toc213238641]Part 2: The Frameworks of Identifying Culture. 
This section utilizes the three-level model as described by Schein, the cultural dimensions, as identified by Hofstede and typology as proposed by Handy to identify, classify and critically discuss the organizational culture of Emirates. Both systems disclose various ranks of the same reality, visible symbols down to deep assumptions.
A. The Three Levels of Culture 
[bookmark: _Toc213238648]Table 2: Three Levels of Culture
	Level
	Emirates Manifestation
	Identification Method
	Critical Insight

	1. Artefacts
	Onboard shower, gold-stamped uniforms, branding of Fly Better, Dubai HQ atrium globe.
	Web, annual reports, observation, photos.
	Apparent luxury is a sign of quality and conceals levels of rank.

	2. Espoused Values
	• Open Skies, Open minds] • “The best in-flight entertainment in the world (18 years) • We put people first.
	CEO announcements, letter of purpose, Skytrax awards.
	Much adored-on paper - but cherry-picked in practise (e.g., crew vs. exec pay gap)

	3. Basic Underlying Assumptions
	There are no compromises on service, respect order or welcome chaos, pervert innovation to a brand, rather than disrupt it.
	Employee studies, departure interviews, cultural audit.
	Unwritten guidelines - e.g. never say no to a guest, wait until Dubai approval.



Interpretation: Level 2 at the time of the publicly-oriented PR (emirates work at Level 2), but the Level 3 is dominant throughout the company setting - the principles of excellence and deference are non-negotiable assumptions. One of the fundamental assumptions comes out in a 2023 internal poll where 94 per cent of crew say that they welcomed guest satisfaction is prior to individual comfort (Emirates Group, 2025).
B. Hofstede’s Cultural Dimensions
[image: Hofstede's Cultural Dimensions]
[bookmark: _Toc213238656]Figure 2: Hofstede’s Cultural Dimensions 
Source: Business to You, 2017
[bookmark: _Toc213238649]Table 3: Hofstede’s Cultural Dimensions
	Dimension
	UAE Score
	Emirates Organisational Score (Est.)
	Evidence

	Power Distance
	90 (High)
	75 (Moderately High)
	Dubai is the regional VP; however, there is direct veto on pilots’ safety.

	Individualism
	25 (Low)
	40 (Moderate)
	Crew Teams rejoiced; though single bonuses few.

	Uncertainty Avoidance
	80 (High)
	85 (Very High)
	1,200 or more SOPs; no tolerance of procedural alteration.

	Long-Term Orientation
	50
	70 (High)
	Investment of 30bn fleets despite incurred losses in the short term.

	Indulgence
	40 (Low)
	50 (Moderate)
	Emphasis on duty-free; socialising among the crews.



Radar Chart Intelligence (Theory):
Emirates tames national culture (e.g. cockpit (safety culture) power distance less than HQ). This pragmatic hybrid will allow the global operations saving the UAE identity.
C. Hendy’s Cultural Types
[bookmark: _Toc213238650]Table 4: Cultural types
	Type
	Dominant?
	Evidence (2025)
	Trend

	Power
	Yes
	The last word strategy belongs to Sheikh Ahmed bin Saeed.
	Stable

	Role
	Dominant
	Cabin crew of 21,500 are identical with 72-page manual.
	Core

	Task
	Growing
	4 Laboratories of innovation; 1,200 digital initiatives.
	↑ Rising

	Person
	No
	No particular, dominant, culture; brand > individual.
	Minimal



Evolution Timeline:
· 1985–2000: Pure Role + Power (enterprise discipline)
· 2000-2015: Role-dominant (global expansion).
· Role + Task hybrid (digital, sustainability push) will exist in the period 2015-2025.
Critical Synthesis
[bookmark: _Toc213238651]Table 5: Critical Synthesis of models 
	Framework
	Strength
	Limitation
	Best Use at Emirates

	Schein
	Uncovers deep assumptions
	Hard to measure
	Cultural audits

	Hofstede
	Compared (vs. Qatar, Singapore)
	National → organisational gap
	Diversity training

	Handy
	Actionable for change
	Oversimplifies
	Structural redesign



Conclusion: Emirates has a culture that is a disciplined, brand-obsessed hybrid - role-dominant and has emerging task elements. It is unified and performing and falsely presupposes subordination and authority risks stagnation of innovation and composing inclusion.


[bookmark: _Toc213238642]Part 3: Adapting to the External Environment through Culture. 
Emirates has been able to navigate the forces of PESTLE using its Open Skies, Open minds culture agilely as well as branding itself (Vardopoulos et al., 2021). This part demonstrates how common values and assumptions facilitate strategic adjustment and cultural boundaries to be outlined.
PESTLE-Culture Adaptation Framework
[image: PESTEL analysis. Source: the authors. | Download Scientific Diagram]
[bookmark: _Toc213238657]Figure 3: PESTLE analysis 
Source: Researchgate, 2023
[bookmark: _Toc213238652]Table 6: PESTLE analysis
	External Factor
	Cultural Response
	Mechanism
	Outcome (2025)

	Political/Geopolitical (e.g., 2017 Qatar blockade)
	Diplomacy efforts + skewness of route structure.
	Power + task culture: The influence of Sheikh Ahmed + quick schedule.
	Holding 78% capacity with rapid adaptability to geopolitical shifts; launching 12 new routes by 2025, expanding Emirates' global reach despite political constraints.

	Economic (e.g., post-COVID recovery)
	Discipline cost focus: Cost-discipline + premium focus.
	Role culture: Frugal fuel efficiency, cutting unnecessary expenses.
	Profit of AED 19.1bn, an 11% year-over-year increase, driven by a focus on efficient resource management and frugality. 53.7 million passengers expected, reflecting a solid economic recovery and strong demand.

	Social (e.g., diversity, gender balance)
	Integration of global talent and Emiratisation.
	Clan + role culture: Focus on inclusive training, gender balance policies, and Emiratisation programs.
	Men represent 56% of promotions by 2024, with over 170 nationalities contributing to a diverse workforce, signaling a strong commitment to inclusivity and local talent development.

	Technological (e.g., AI, biometrics)
	Innovation ethos: “Hello Tomorrow” philosophy that embraces new tech trends.
	Task culture: Establishing 4 Innovation labs focused on cutting-edge AI and biometric solutions to enhance customer experience.
	Biometrics implemented in 42 airports globally, enhancing security and streamlining passenger processes. Over 1,200 digital ideas have been developed and deployed, positioning the company as a leader in technological innovation.

	Legal (e.g., net-zero 2050, labor laws)
	A robust focus on sustainability and corporate responsibility, aligning with global trends.
	Role + long-term orientation: Fostering a sustainability-first mindset, especially in fuel efficiency and regulatory compliance.
	Fuel efficiency increased by 15%, contributing to a decrease in overall operational costs; Sustainable Aviation Fuel (SAF) tests planned for 2024 to move toward carbon neutrality.

	Environmental (e.g., climate pressure)
	“Green Operating Procedures” emphasizing eco-friendly practices across the organization.
	Role culture: Extensive crew training on sustainable practices, with a focus on reducing environmental impact.
	2.1 million tonnes of CO₂ saved between 2024 and 2025, showcasing the company’s commitment to reducing its environmental footprint and achieving climate goals.



The most important instances of Cultural Adaptation.
COVID-19 Pivot (2020–21)
· Cultural Driver: “Service is non-negotiable + We adapt assumption.
· Response: Reused 60 plus A380s as a cargo plane; initiated “Emirates Cares” humanitarian flights (Emirates, 2020).
· Findings: AED 8.4bn cargo revenue - culture facilitated 48-hour transformation (Emirates , 2021).
Sustainability Shift (2023–25)
· Fourth: cultural influence: Long-term orientation (Hofstede) + Fly Better values.
· Response: Compulsory crew eco-training; investment in SAF (200m).
· Result: 15% reduced emissions per passenger compared to 2019 - exceeds IATA expectancies.
Critical Evaluation
[bookmark: _Toc213238653]Table 7: Critical Evaluation
	Strength
	Evidence
	Weakness
	Evidence

	Rapid alignment
	Global execution is made possible by uniform culture.
	Reactive, not proactive
	Delayed to reduce workforce (in 2020, it took 30% slower to cut the staff)

	Brand as adaptation tool
	Fly Better helps it warrant high prices during slow periods.
	Over-reliance on image
	Wary of setting up LCC (e.g. Flydubai is independent)



Theoretical Connection: Adaptability trait is strong because mission consistency has created opportunity to do radical pivots, but mission rigidity constrained those (e.g., no low-cost subsidiary even in LCC boom).
Summary: Culture is an effective engine of adaptation, allowing organizations to be fast, cohesive, and lever their brand, but in terms of disruptive change, hierarchical control and premium-only identity are de-accelerating efforts. Cultural strength has to be combined with strategic flexibility (Dimitrios Kafetzopoulos and Katou, 2023).
[bookmark: _Toc213238643]Part 4: Does Organizational Culture inhibit Successful Operation?
Response: No, however, it is a moderate constraint in two aspects.
Balanced Justification
[bookmark: _Toc213238654]Table 8: Balanced Justification
	Argument FOR Barrier
	Evidence
	Argument AGAINST
	Evidence

	1. UAE-Centric Leadership
	• 70% of top positions occupied by Emiratis.
• Expat glass ceiling -only 12 percent of non-Emirati VPs.
	1. Global Cohesion
	• More than 170 nationalities function on one SOP.
• 94% crew feel “part of one family”.

	2. High Power Distance
	• Local concepts require approval of Dubai. 
• 6–12-month delay on innovation implementation.
	2. Crisis Resilience
	• 2-day COVID turnover; 99.6 on-time.

	3. Excellence Rigidity
	• Opposition to cost reduction (e.g., slow staff reduction in 2020)
	3. Brand Consistency
	• 3rd in the world; 18-year-old inflight entertainment leader.



Critical Evaluation
Barrier Intensity: Moderate (4/10)
Innovation Speed: Culture slows down disruptive ideas (e.g. no AI chatbots till 2024 vs. Singapore Airlines 2021).
Inclusiveness: Expat feedback indicates that a 62 percent of them would prefer quicker development of their careers (internal survey, 24).
Enabler Strength: High (8/10)
Operational Excellence: Culture implements a zero-tolerance SOPs to 99.6% OTP, AED 19.1bn profit.
Crisis Response: Service-first gave way to cargo surge in COVID.
Theoretical Validation
Schein (2010): Hierarchy premise puts off change, but provides control.
Handy (1993): Role culture scales well, but task culture gap does not allow agility.
Conclusion
The culture at Emirates is not a major barrier of the company; it is a strategic facilitator of brand, safety and profit. Nevertheless, there is a medium level of friction in innovation and diversity integration generated by UAE-centric power distance and excellence rigidity. The upshot of these can be eradicated through targeted interventions (Section 5) without cultural dilution.


[bookmark: _Toc213238644]Part 5: Performance Impact and Recommendations. 
The organisational culture of Emirates Airlines plays a major role in its performance by acting as a source of excellence as well as restraining innovation. The airline possesses a strong hierarchy culture (Facchini, Jaeck and Bouhaddioui, 2020) Organisational Culture Assessment Instrument (OCAI) that is characterised by control, the use of standard operating procedures (SOPs), and operational discipline which has resulted in a strong measure of reliability directly. This is supported by a 99.6 on-time rating and the lowest security ratio of 0.02 incidents per 1,000 flights in 2024-25 (Emirates Group, 2025). Their Skytrax America position as number 3 in the world and its revenues of AED 127.9 billion are supported by the market-oriented culture based on brand prestige and customer focus, which shows that it has used its Fly Better ethos to maintain premium pricing and customer loyalty. 
The culture of the clan promotes a sense of cohesion within the company, and the employees’ pride since 87 percent of the personnel stated that they are highly affiliated with the firm and the engagement level of 4.2/5 in internal surveys. The loyalty promotes high retention rates of its 121,000 strong workforces, which is very critical in the high turnover industry. The adhocracy culture though underlines creativity and taking risks is not well developed though. Although Emirates has four Innovation Labs, it does not invest in R&Dwhich is why it adopts disruptive technologies more slowly, like AI-driven personalisation. This innovation lag directly results out of its hierarchical decision making and risk-averse assumptions (Siamak Kheybari et al., 2024).
In order to overcome these limitations without sacrificing cultural strengths, four action recommendations are offered. To start with, having a cultural audit by Schein model and OCAI on an annual basis will be systematic in detecting the misalignment assumptions, including the assumption to equate hierarchy with efficiency, etc. This may be implemented through survey of 2000 employees, by third party, which is likely to result in 30 percent more innovation submissions and 5 percent lower turnover. Second, decentralisation of decision units will be achieved by empowering five regional Vice Presidents with $50 million apexes to decrease the approval delays of 6 to 2 months to increase responsiveness to the local market demands.
Third, an acceleration programme (Diversity Acceleration Programme) that will lead to 35% non-Emirati promotions into 2028 will break down the glass ceiling of expatriates and open a wide range of ideas that have shown to be highly effective in driving innovation. Lastly, the initiation of the campaign Fly Better Ideas will transform the work culture to be more focused on creativity as a task and result in the generation of 500+ ideas annually and 20% of those being implemented (Emirates , 2025). Such programmes are consistent with the Emirates Group 2025 Strategy and demand an estimated amount of AED 120 million per year, which is compensated in efficiency terms based on the AED 2.1 billion cargo pivot through COVID-19.
To sum up, since the culture of Emirates is a strategic resource in the aspects of operation and market performance, specific development is necessary to enhance the adaptability and innovation without losing its core values.



[bookmark: _Toc213238645]Conclusion 
The organisational culture in Emirates Airlines that is entrenched in excellence, discipline and national pride has far-reaching influences on its structure, decision making and global performance. As has been shown, its role-task hybrid culture allows a seamless matrix organisation and swift operational implementation, which translates to AED 19.1billion profit and Skytrax 3 position during 2025. The implementation of the levels as outlined by Schein, dimensions as outlined by Hofstede, and the typology provided by Handy validate a pragmatic and brand-oriented organisation as strong in control and market focus but is shifting to adaptability.
The carrier has successfully used its open skies, open minds postulate to conform to geopolitical, economic, and environmental changes as observed in its COVID cargo shift, and sustainability benefits. Nonetheless, the moderately limiting power distance and excellence rigidity in UAE suggest mild limitations to the speed of innovations and inclusion of expatriates, but do not become a leading factor.
The analysis of performance using OCAI demonstrates that culture is one of the stimulators of operational and market success, yet poorly developed adhocracy causes disruptive growth. The four suggestions outlined in the article, namely, cultural audits, decentralised unit of decisions, accelerating diversity, and innovation campaigns, are practical, strategically relevant, and would allow the organisation to remain sustainable as a lead in the net-zero, digitally transformed aviation environment.
Emirates demonstrates that culture is central in international organisations - yet active stewardship will ensure that no stagnation occurs. These findings must be confirmed as primary research in the future by such a means as ethnographic observation.
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