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Introduction

The global reach of HSBC, one of the world's leading banks by total assets, extends over 64 nations and territories in regions as diverse as the Middle East, North and Latin America, Asia, and Europe. HSBC has operations in 62 countries and an asset value of $3 trillion (HSBC, 2023). The Hong Kong and Shanghai Banking Corporation (HSBC) has been involved in facilitating Asian-European commerce from its inception in 1865 in Hong Kong, when it was known as the Hongkong and Shanghai Banking Corporation Limited (Morris, 2015). Ever since then, it has grown steadily via internal growth and external acquisitions, eventually becoming a truly global bank based in London. Retail Banking and Wealth Management, Commercial Banking, Global Private Banking, and Worldwide Banking and Markets are the four global businesses that HSBC runs. Nearly forty million people rely on the services offered by these businesses. The purpose of this essay is to examine the relationship between HSBC's organisational culture and structure and the company's financial performance. To begin, it will examine HSBC's regional and divisional structure and how it affects the outcomes by applying Galbraith's Star Model for structure design. Using the concepts of Deal and Kennedy's cultural framework, the next phase of the analysis is to assess the impact of HSBC's risk-averse and customer-centric culture on performance.

HSBC structure

[bookmark: _xluql0id755u]Geographical and functional divisions make up HSBC's organisational structure; global corporations oversee the bank as a whole, while regional divisions are responsible for certain markets. The four main worldwide firms that make up HSBC provide banking and financial services to customers all over the globe (Clarke, 2021). These companies operate on a worldwide scale. This branch of banking encompasses four distinct specialisations: retail, wealth management, commercial, and worldwide private banking. Retail banking is in charge of individual clients' financial requirements, as opposed to the commercial and institutional clients served by commercial banking (Amala, 2021). On the other hand, Global Banking and Markets offers a variety of services to investors, financial institutions, and international corporations, including capital raising, advising services, and risk management. Global Private Banking oversees the financial planning and asset management of extremely wealthy individuals. The three main divisions of HSBC are Europe, Asia, and Americas region (Lumley, 2023). It is the responsibility of each regional division to handle local market activities within their own geographic zones. The Asia region encompasses a number of major local market units, including Greater China, India, the ASEAN nations, and Hong Kong. European countries with strong economies, such as Germany, France, and the UK, host local banking subsidiaries. In this geographical setup, global coordination is possible via group-wide activities, while local relevance is preserved by operations tailored to specific regions' marketplaces.
	
[bookmark: _8dkxp4yy6n9u]The Galbraith Star Model is a framework that links organisational strategy with design. Organisational structures should be aligned along three main dimensions: scope, variety, and unpredictability, in light of this (Galbraith, 2017). The divisional and regional structure by which HSBC operates is able to describe the organisation’s structure through the aforementioned star model. Disaggregation into regions allows countries to react to economic shocks or emergencies on a more local level. Nevertheless, it is critical to keep the strategy coherent by coordinating on a global scale through group functions. Global monitoring helps to limit risks caused by regional volatility, while local units are offered the possibility for flexibility under this framework. The empirical evidence shows that HSBC does better than its rivals when the economy is severely stressed, suggesting that the company's structural flexibility allows it to endure the adverse conditions of outside influences. Thus, HSBC's "Star" design, which promotes both consolidation and decentralisation, has shown to be flexible enough to accommodate the wide variety of markets in which it operates as well as the ever-changing nature of the risks it encounters. Because of this, it is better positioned compared to competitors over cycles, which improves performance.

Culture

[bookmark: _ksmk4sjo61k6]The distinctive organisational culture of HSBC is defined by the risk-averse and customer-centric strategy the bank employs. The bank's foundation is financing trade in the very unpredictable Asian markets, so it understands the need of managing risks and maintaining stability. Two main ways that risk taking is strictly restricted are through careful credit rules and conservative investment practices. Consistency and accountability in corporate practices are ensured via the steadfast emphasis on conservatism at every level (Saleh and Tuwaijri, 2022). The needs of HSBC's clients are paramount to the business, according to the customer-centric culture that permeates the organisation. The bank is aware of its capacity to know its customers inside and out and build reliable, long-term relationships with them through individualised service. A number of distinctive features define HSBC's service philosophy. These include being respectful, attentive to individual requirements, and helpful in achieving customer goals. From the professional retail bank tellers to the personalised investment solutions created by wealth advisers, every member of staff embodies this customer-first ethos. Consistency, unfaltering honesty, and mutually beneficial connections with clients are hallmarks of HSBC's organisational culture, which is built around its long-standing aversion to risk and its steadfast dedication to meeting customer demands.

[bookmark: _toqb1jg0l6gw]In their classification of cultural norms, Deal and Kennedy identify four distinct types: power cultures, role cultures, success cultures, and support cultures (Ebadollah, 2011). The corporate culture of HSBC seems to be a hybrid of success and support cultures. Utilising a balanced scorecard system to set high performance criteria and targets and to reward people for reaching them helps to cultivate an achievement culture. For example, in the banking sector, employees might expect to get more rewards if they meet their cross-selling sales targets. This has a direct impact on the bottom line as it raises individual productivity (Yu, 2023). The necessity of setting ambitious goals and objectives is highly valued at HSBC, a corporation with a culture that appreciates success. Using a balanced scorecard system allows for the cascading of objectives from senior leadership to individual staff levels. The intended results cover a broad variety of critical operational and financial metrics, such as customer satisfaction indices, cross-selling statistics, returns, deposits, and loans extended. Governments are typically risk-averse, which helps explain why their requirements are so high.

Performance of the organisation and employee motivation

Performance is closely monitored, and those who accomplish ambitious goals are duly acknowledged for their hard work. When relationship managers reach sales goals, such as a certain number of monthly credit card enrollments or a certain amount of investment switch transactions, they are eligible for additional income. Similarly, branch tellers might get salary raises depending on their performance if they handle more transactions each day. Employees are motivated to reach new heights and make direct contributions to the expansion of the bottom line as a result of this results-oriented mindset. Meanwhile, HSBC has a remarkable number of support cultural traits. The company's regional divisional structure promotes teamwork by breaking it down into local divisions based on client or industry specialisations. Teams are given authority so that they may address problems that consumers are facing and keep their specialist knowledge of their specific areas up to date. Additionally, this risk-averse organisation's foundations promote long-term stability. In order to keep things running smoothly, it is quite unusual for employees to be transferred from one position to another, with the exception of promotions. The organisation is able to keep a high degree of industry expertise thanks to its employees, who often stay for more than ten years. Because it helps to build trustworthy relationships that are hard to break, keeping a steady staff is crucial to the banking industry. Standard & Poor's credit ratings for HSBC emphasise the bank's "stable and experienced management team" as a reason for its strong financial risk profile. It gains a competitive advantage in defence due to these traits. Financial institutions with a track record of stability, like HSBC, are better able to endure economic struggles such as the one going on in the UK. For this reason, the hybrid culture it uses, which is performance-based, has served the company well in its expansion and protection efforts.
[bookmark: _dh73g1sqnlxo]
HSBC must be able to motivate its enormous global staff if it wants to continue to succeed. Renowned theories of motivation inform the bank's strategies, which include a range of intrinsic and extrinsic ways that are combined. Extrinsically, HSBC aims to provide basic needs by offering competitive salaries that are measured against local markets. Bonuses are given out to employees when they reach certain goals. These goals are based on balanced scorecard targets, which are set across critical characteristics including growth, efficiency, and sales (The Business Times, 2024). This allows top performers to see a rise in their salaries, which is crucial to the valence principle proposed by Vroom. There is also a focus on professional growth and training to meet valence. The HSBC University programmes, global rotations, and classes all contribute to this goal.

Regardless, Herzberg stressed that people are not inspired by outward hygiene factors alone in the long run. On top of that, HSBC considers inherent elements that are very attractive to requests for higher-order growth. In line with Maslow's theory, the company's success culture promotes self-actualization by giving people freedom and responsibility in how objectives are accomplished. Regional divisions, in keeping with Maslow's theory, form teams according to client expertise; the objective is to foster supportive ties and a feeling of belonging via teamwork. HSBC's employees have long tenures, which not only meets the security criteria but also accentuates the bank's stability, which is valued in a risk-averse society. The bank also meets the criteria for expansion through recognition. Those who have earned the admiration of their colleagues and superiors via outstanding customer service—for example, by handling difficult issues with grace or by bringing in new clients—are feted each year with the Champions Awards. Vroom argues that internal psychological incentives directly linked to success are more efficient than extrinsic compensation in driving higher effort-to-performance expectations.

Research shows that these methods are helping HSBC retain a considerably larger percentage of its employees than its rivals, lending credence to the idea that they are beneficial. Low turnover is an indication of both the inherent congruence between human goals and company objectives and the organisational commitment present inside the organisation, according to Vroom's force theory, which asserts that motives and culture are mutually supporting. In order to evaluate morale and identify problem areas, the organisation surveys workers every three months to assess their degree of involvement (The Business Times, 2024). The objective is to progressively raise satisfaction levels. As a result, HSBC's systematic and individualised motivational plan integrates lower- and higher-order needs via the use of an equilibrium of intrinsic and extrinsic variables grounded in motivation theory. This competitive edge allows it to retain top-tier talent, which in turn boosts performance.

[bookmark: _vvbps78enjim]The current employee incentive strategies used by HSBC have shown to be mostly effective; yet, there is room for improvement. A possible solution is for managers to offer more guidance and support to employees in order to boost their involvement. The current goals have a good cascade effect, but Vroom argues that direct supervisors should provide more coaching and advice to further solidify the effort-performance expectations. Motivated workers who are interested in advancing their careers could benefit from informal career path discussions and coaching on various skill development subjects. Another possible strategy to boost motivation is peer recognition that extends beyond yearly prizes. Instant gratification and self-actualization are the immediate outcomes of spot awards that recognise teamwork, training, or creative thinking (Lumley, 2023). It is critical to diversify development courses with rising subjects like data analytics, artificial intelligence, or digital banking to ensure that all employees continue to regard career options as relevant. Overall, it is essential to better adapt to the constantly evolving needs by conducting pulse surveys on a regular basis alongside annual reviews. Questions about work-life balance, perspectives on inclusivity, and challenges faced on the job are included in standard surveys. It is important to handle any issues that may emerge to ensure that both the intrinsic and extrinsic components suitably meet lower and higher level needs.

Conclusion

[bookmark: _9lci2wwkh3lm][bookmark: _vfa1kvemhlan]Finally, the employee incentive programmes that HSBC has established show that the theory of motivation has been effective in engaging the massive global workforce that the corporation employs. A mixed intrinsic-extrinsic approach is optimal for meeting both basic and complex desires. This has resulted in consistently high retention rates when compared to other companies in the field. More targeted recognition, more direction, more diversified training, and frequent surveys may all contribute to continual growth, which in turn will make it easier to maintain motivation levels despite changes in the industry. A competitive advantage is provided to HSBC by both its aim to become the world's leading international bank and its ability to motivate its workers.
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