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 1. Executive Summary
Diageo plc could be a driving British multinational refreshment company headquartered in London, working in over 180 nations with an assorted portfolio of premium alcoholic brands such as Johnnie Walker, Guinness, and Smirnoff. This report analyses Diageo’s authoritative culture and working environment, assessing how these components back its key objectives of economic development, development, and worldwide brand authority.
Key discoveries uncover a solid culture of inclusivity, differences, and moral polished skill that improves worker fulfilment and engagement. The company’s crossover work demonstrate and adaptable approaches advance work-life adjust but confront challenges related to workload weight and rebuilding stretch. Diageo’s culture adjusts well with its long-term sustainability and advancement techniques, in spite of the fact that deftness may well be moved forward.
Proposals incorporate cultivating a more dexterous culture through administration improvement, actualising workload administration devices, and improving mental wellbeing bolster. A staged execution arrange with clear victory measurements will offer assistance Diageo maintain its competitive advantage and reinforce its position as an alluring boss.
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2. Introduction
This report investigates the hierarchical culture and working environment of Diageo plc, a driving multinational refreshment company headquartered in London, UK. Hierarchical culture alludes to the shared values, convictions, and standards that shape representative conduct and states of mind, whereas the working environment envelops the physical, social, and mental conditions in which workers work (Schein, 2010). These components are basic in affecting worker fulfilment, execution, and generally hierarchical viability. Diageo was chosen due to its worldwide nearness in over 180 nations, solid open commitment to differences and incorporation, and broad accessibility of corporate information, counting yearly reports, supportability overhauls, and representative audits. The basis behind this choice is to dissect how an all-inclusive powerful company keeps up a positive work culture and addresses challenges over distinctive districts. The report draws on auxiliary sources such as Diageo’s yearly reports, CSR reports, industry distributions, and scholastic writing to assess its hones. It is organised into writing survey, investigation, discoveries, and conclusions.











3. Company Overview of Diageo PLC
Diageo plc may be a British multinational company headquartered in London, United Kingdom, working within the alcoholic refreshments industry. It is one of the world’s biggest makers and wholesalers of premium spirits and lagers, with operations in over 180 nations and fabricating offices in more than 140 locales universally. Diageo’s famous brand portfolio incorporates Johnnie Walker, Guinness, Smirnoff, Baileys, Tanqueray, and Captain Morgan, among others.
Nevertheless, the strategic location of Diageo should be put into the context of the recent changes within the alcohol and FMCG markets discontinuation. Operational complexities that have emerged through global supply chain volatility, tightening sustainability regulations, and changed consumer preferences in favour of low-alcohol beverages serve as threats to Diageo in terms of its long, strategy assumptions (PwC, 2024). More to the point, according to opponents, companies trying to diversify their products quickly undertake the risk of overextending their brand name in case cultural coherence is not established within the company (Kumar and Reinartz, 2021). 









4. Organisational Culture Analysis
4.1. Current Organisational Culture
Diageo’s hierarchical culture is characterised by its commitment to inclusivity, astuteness, execution, and celebration of differing qualities. To superior get it this, we will apply Hofstede’s Social Measurements show, which makes a difference dissect the basic social characteristics of worldwide associations:
	Dimension
	Level
	Explanation

	Power Distance
	Low–Medium
	Encourages open communication, flat leadership style

	Individualism
	Moderate
	Promotes accountability with team collaboration

	Masculinity
	Low (Feminine)
	Values wellbeing, inclusion, and work-life balance

	Uncertainty Avoidance
	Moderate
	Encourages innovation while maintaining some structure

	Long-Term Orientation
	High
	Focused on sustainability and future growth (e.g., net-zero by 2030)

	Indulgence
	High
	Promotes creativity, celebration, and enjoyment as part of work culture


Table 1: Diageo's Organisational Culture – Analysis via Hofstede's Model (Source: Adapted from Hofstede Insights (2010); Diageo Annual Reports (2023–2024)
A more critical use of the Hofstede model is to indicate that its usefulness can be limited to studying large multinational organisations. Researchers highlight that the cultural models of organisational behaviour tend to simplify organisational behaviour premising that culture is stable and homogenous (McSweeney, 2022). The distribution of power in the case of Diageo can be rather different in various regional offices: whereas the UK headquarters encourages a decentralised management, the markets in Asia and Africa can be guided by hierarchical standards and influenced by regulations and other factors in the labour market. Moreover, even though Diageo positions itself as a feminine culture, the more recent critiques of the gendered aspects of organisational culture warn that such terms might help hide deep-seated inequalities and gendered role demands in leadership pipelines. The faster growth of zero-alcohol products by the company can also be perceived as a manifestation of the underlying contradiction in indulgence-centred brand identity and the increased worry about population health, which reflects how cultural values could represent contradictions depending on the changes in the strategic ambitions. These intricacies clarify that the culture of Diageo is more ambitious and communicated, but these complexities can be more fluid, disputable and politicized than corporate discourses would lead one to believe.
Other indicators of Diageo’s culture incorporate:
1. Leadership style: Collaborative, rousing, and inclusive leaders like CEO Debra Team winner sex differences and supportability.
2. Communication style: Straightforward and steady, with standard engagement through advanced town halls, intranet upgrades, and social obligation campaigns.
3. Rituals & values: Celebratory culture, with acknowledgement of worker accomplishments, grants, and shared ceremonies of advancement and community affect.
4. Corporate values: The five centre values passion, opportunity to succeed, pride, be yourself, and do the proper thing are implanted in authority preparing and worker improvement.
4.2. Impact on Strategic Development
Diageo’s hierarchical culture straightforwardly underpins its vital advancement, empowering arrangement between its corporate values and trade objectives.
1. Innovation &Brand Expansion: The company propelled over 200 new items in FY2023, displaying social arrangement with nimbleness and shopper responsiveness (Diageo Speculator Report, 2023).
2. Diversity & Inclusion (D&I): Key centre on D&I is both a social column and a commerce objective. As of 2023, Diageo surpassed its 2030 target for sex and ethnic differences in authority parts, upgrading brand notoriety, ability maintenance, and social permit to function (FT, 2024).
3. Sustainability Goals: The company’s values back long-term natural and social procedures such as Society 2030: Spirit of Progresso arrange to realise carbon non-partisanship, water stewardship, and dependable showcasing. 
4. Employee Performance & Engagement: Diageo's tall worker fulfilment scores and moo turnover are coming about of a culture that values acknowledgement, development, and mental security. Tall engagement cultivates efficiency, commitment, and arrangement with corporate goals.
5. Reputation & Stakeholder Trust: Social consistency across global operations guarantees Diageo keeps up reputational quality in numerous markets. Open articulations and administration conduct reflect a commitment to moral hones and partner esteem.

5. Working Environment Analysis
5.1. Characteristics of the Current Working Environment

Diagram 1: Culture–Environment–Strategy Relationship at Diageo (Source- (Dumb, 2016)
Organisational Structure and Design Dimensions:
Diageo works with a network authoritative structure, mixing geological locales and item categories. The structure underpins both centralised methodology and neighbourhood responsiveness, permitting adaptability in worldwide markets. Utilising the six hierarchical plan measurements (Dumb, 2016),
Critical analysis of the working environment at Diageo is that the hybrid model, although progressive, can create disproportional experiences on different job families. Empirical studies establish that hybrid work favours the employee in knowledge-intensive job positions and restricts flexibility in the manufacturing and logistic jobs, which may give a sense of unfairness (Choudhury, 2023). Also, despite Diageo fostering a psychologically safe workplace, the literature suggests that the workers of high-performance cultures tend to be inaccurate when reporting their stress because of the fear of being reputed or losing their jobs (Gaur and tarkar, 2025). The focus on professionalism and ethic that is critical to the company can also lead to the increase in surveillance and compliance requirements, particularly in regulated sectors like the production of alcohol. These dimensions emphasise the fact that the working environment of Diageo is not similarly empowering but rather it is situational with respect to its efficacy basing on functional aspects, discretion on the part of managers and the presence of organisational resources.
Morals and Polished skill - The company advances a zero-tolerance position on wrongdoing, guided by its Code of Commerce Conduct and worldwide compliance preparing. Representatives are routinely surveyed on both execution and values arrangement.
Physical Working Conditions and Setup:
· Diageo grasps a crossover working show with the taking after characteristics:
· Adaptable Hours - Workers are enabled to oversee work-life adjust by means of adaptable plans.
· Farther & Half breed Choices - Post-COVID-19, Diageo proceeds to back half breed setups, depending on the part and locale.
Work environment Plan - Workplaces are open-plan, collaborative, and outlined to energise cross-functional engagement.
Wellbeing and Security - Solid accentuation on worker prosperity with secure physical situations, ergonomic back, and wellness programmes.
These components make a cutting edge and versatile work environment adjusted with worker desires and industry guidelines.
5.2. Impact on Strategic Goal Attainment
Diageo’s working environment plays a basic part in accomplishing its vital objectives, especially in regions like advancement, ability maintenance, brand administration, and maintainability.


Supportive Impacts:
· Innovation & Agility: The crossover and adaptable work show has energised inventiveness, quicker item improvement, and expanded responsiveness to showcase requests. Diageo propelled more than 200 unused items in FY2023, profiting from cross-regional collaboration empowered by computerised stages.
· Talent Retention and Leadership Development: Tall consideration and differing qualities levels contribute to worker fulfilment, believe, and dependability. Agreeing to Glassdoor, Diageo scores exceedingly in representative surveys, with specific laud for its comprehensive culture and individual improvement openings. This reinforces its key centre on building future-ready administration.
· Ethical Governance: Moral polished skill bolsters Diageo’s brand picture and partner believe, basic within the intensely directed liquor industry. Its open commitment to capable promoting, maintainability, and sexual orientation value boosts long-term brand esteem.
· Operational Efficiency: The incline structure and decentralised execution permit neighbourhood groups to tailor arrangements to territorial needs whereas adjusting with worldwide objectives. This upgrades effectiveness and advertise penetration both basic to Diageo’s development plan.
Challenges and Limitations:
As recent organisational research findings imply hybrid forms in an organisation can only boost innovation, with high-quality digital collaboration systems, and high managerial talent, which a number of large firms are still struggling to develop (McKinsey, 2024). Moreover, despite the governance systems of Diageo encouraging ethical behavior, researchers warn that the presence of compliance-oriented settings may block innovation, risk-taking, and employee expression (Addai et al., 2023). The example of employee reviews that mention more workloads after the restructuring brings up the issue that is in line with the Job Demands-Resources (JD-R) theory, which assumes that engagement declines in the situations where demands exceed the availability of resources (Bakker and Demerouti, 2023). Consequently, although the working environment at Diageo overall helps to achieve strategic objectives, its prosperity hinges on the willingness to constantly invest in resources and train employees and possible to avert the risks of work intensification.
6. Personal Perspective: Employee Viewpoint
On the off chance that I were a representative at Diageo, I accept the company’s hierarchical culture and working environment would emphatically impact my work fulfilment, engagement, and career improvement. This viewpoint is upheld by both hypothetical systems and Diageo’s real-world hones.
6.1. Job Satisfaction
Diageo’s comprehensive and people-focused culture would likely improve me in general work fulfilment, as characterised by Herzberg’s Two-Factor Hypothesis (1959). Herzberg isolates work fulfilment into sparks (natural variables like accomplishment and acknowledgement) and cleanliness components (outward conditions like pay and approaches).
· Motivators: Diageo’s culture of celebrating victory, giving independence, and perceiving execution adjusts with Herzberg’s inspirations. For illustration, the company advances person flexibility through its freedom to succeed esteem and offers worker grants and acknowledgement plans.
· Hygiene Factors: Diageo moreover guarantees solid cleanliness variables through competitive emolument, work-life adjust, and adaptable work courses of action. Their half breed working arrangement and break even with parental take off arrangement contribute to fulfilment by expelling stressors that can lead to disappointment.
Besides, Maslow’s Pecking order of Needs (1943) is appropriate here. Diageo satisfies:
· Physiological & Security Needs through secure business, wellbeing programmes, and secure working situations.
· Social Needs through incorporation programmes and representative asset bunches.
· Regard & Self-actualisation Needs through execution acknowledgement and career improvement openings.
In this way, I would likely feel esteemed, regarded, and persuaded inside this environment.
6.2. Job Engagement
Work engagement, characterised as the passionate commitment a representative has got to their role and the association, may be a basic figure for efficiency and maintenance. Agreeing to the Work Characteristics Demonstrate (Hackman & Oldham, 1976), five centre work measurements contribute to engagement: aptitude assortment, assignment personality, errand importance, independence, and input.
· Skill Variety & Task Identity: At Diageo, workers regularly work on cross-functional and worldwide ventures, which include assorted obligations and give a sense of venture proprietorship.
· Task Significance: The company’s arrangement with supportability and social advance (Society 2030: Soul of Progress) implies that workers feel their work contributes to a more prominent purpose enhancing errand importance.
· Autonomy: Adaptable work plans, decentralised decision-making, and half breed work courses of action deliver worker’s independence in overseeing errands and time.
· Feedback: Nonstop execution audits and open discourse culture permit for customary, useful input.
Given this structure, I would likely be profoundly locked in in my part, knowing that my work is significant, shifted, and backed by administration.
6.3. Career Development
Diageo contributes intensely in learning and advancement, advertising worldwide administration programmes, mentorship, and portability openings over markets. This commitment would back my career development and fulfil inborn sparks sketched out by Self-Determination Hypothesis (Deco & Ryan,1985), which highlights competence, independence, and relatedness as fundamental to inspiration and development.
· Competence: Diageo’s preparing and upskilling activities would upgrade my capabilities, expanding certainty and career movement potential.
· Autonomy: The capacity to investigate diverse ventures and capacities inside a adaptable system permits for person improvement ways.
· Relatedness: Being portion of a purpose-driven, comprehensive community improves association and energises proceeded individual improvement.
Additionally, Diageo’s solid accentuation on authority advancement (e.g., Developing with Diageo programme) would likely empower me to imagine a long-term future with the association.
Outline
If I were utilised at Diageo, I would anticipate a tall level of work fulfilment, solid engagement, and important career movement, much obliged to the company’s comprehensive values, adaptability, learning culture, and moral environment. 
7. Recommendations
7.1. Enhancing Organisational Culture
In spite of the fact that Diageo illustrates a solid and comprehensive culture, it can advance advantage from creating a sprier and versatile culture, especially in reaction to fast-changing showcase requests. Utilising Schein’s Authoritative Culture Show (2010), Diageo ought to strengthen values such as speed, development, and responsiveness at the antique and embraced esteem levels. Preparing programmes ought to underscore plan considering and dexterous administration, particularly for centre supervisors, to decrease bureaucracy and progress decision-making speed. Diageo needs to introduce formalized processes of twice loop learning to make the organization culturally agile so that teams can challenge the underlying assumptions instead of only improving what already works (Choudhury, 2023). This would enhance flexibility in dynamic markets. Moreover, the company must consider implementing empirically validated instruments of workload evaluation, including the Demand-Control-Support model, in order to systematically discover the areas of pressure and pre-tune interventions (Addai et al., 2023).
7.2. Improving the Working Environment
Based on the Work Demands-Resources (JD-R) Show, Diageo can way better oversee work-related push by upgrading work assets (e.g., back, independence) and decreasing over the top requests (e.g., workload from rebuilding). A key suggestion is to execute workload-balancing apparatuses and mental wellbeing reviews in high-pressure offices. Growing cross breed alternatives, where doable, can increment independence and adaptability, encourage boosting engagement. In a bid to make the inclusion experience fair, Diageo ought to institute regional inclusion audits and therefore, empower its local leaders to contextualise global policies. The working environment would be reinforced even further by strengthening the managerial training in terms of hybrid leadership, empathetic communication, and psychological safety. Lastly, the implementation of sustainability KPIs in the performance management systems would also ensure alignment of the day-to-day practice with strategic goals in the long term.
7.3. Implementation Plan
Short-Term (0-6 months):
· Dispatch administration workshops on dexterous culture and decision-making
· Conduct mental wellbeing and workload overviews
· Present input circles for crossover work adequacy
· Name cross-functional culture champions to show modern practises
Long-Term (6-24 months):
· Coordinated dexterous values into execution examination frameworks
· Update work parts with clear improvement ways and asset arranging
· Build up yearly culture reviews and representative engagement benchmarking

Metrics for Success:
· Representative engagement score change (through yearly studies)
· Decrease in turnover rate, particularly in high-demand parts
· Expanded number of inner advancements and portability
· Moved forward mental wellbeing and work life adjust evaluations in criticism reports
By adjusting these steps with hypothesis and prove, Diageo can future-proof its authoritative culture and guarantee a working environment that proceeds to back vital development.











8. Conclusion
This report has inspected Diageo’s authoritative culture and working environment, highlighting its qualities in consideration, development, and representative prosperity. Utilising hypothetical models, the examination affirms that Diageo’s culture and working environment hones are well-aligned with its vital objectives, especially in maintainability, differing qualities, and worldwide brand administration. Be that as it may, ranges like dexterity and workload administration require encourage consideration. Adjusting authoritative culture and environment with methodology is fundamental for long-term victory. Diageo’s commitment to human capital improvement positions it as a forward-thinking manager, able of sustaining ability whereas adjusting to an ever-changing worldwide trade scene.
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