2




Organisational Culture:
Individual Report

Module: LCLM 5005
Lecture: Daniel Oyebisi
Student name: Nuno Miguel Godinho Moreira
Student number:2329743

Table of Contents
Introduction	2
Impact of organisational culture on structure and decision-making	2
Theoretical framework and the prevailing organisational culture	3
A Cultural Identity Shift	3
Critical Insights	4
Organisational culture and external environmental influences	5
Impact of digital transformation	5
Urgency of environmental challenges	5
Coherent culture to address diversity in a globalised economy	6
Critical analysis of organisational culture	6
Culture as the enabling factor	6
Culture as a potential barrier	8
Influence of organisational culture on performance	8
Recommendation	9
Recommendation 1: Strengthening the mechanisms of strategic alignment	9
Recommendation 2: Enhancement of intercultural training in communication	9
Recommendation 3: Monitoring the efficiency of decision-making	10
Recommendation 4: Alignment of financial metrics with sustainability	10
Recommendation 5: Fostering accountability of leadership	10
Conclusion	11
Reference List	12



[bookmark: _Toc223253173]Introduction 
Organisational culture indicates how the practices are executed within the workplace, and it influences the decision-making process, leadership style and the structure of the organisation (Sharma et al., 2025). The case of Severn Trent Water is taken into account in this study, where culture is essential for ensuring alignment among employee inclusion, stakeholder engagement and sustainability goals. It is one of the largest wastewater and water service providers in the United Kingdom (STW, 2026a). The organisation operates in an extensively regulated environment where community trust, ethical conduct and effective governance are essential. The assessment analyses whether organisational culture is a barrier or enabler in the context of overall operations in Severn Trent Water. It further focuses on evaluating the impact of the culture on the performance of the organisation, based on which evidence-based recommendations are made. 
[bookmark: _Toc223253174]Impact of organisational culture on structure and decision-making
The organisational culture of Severn Trent Water is based on the foundational values of inclusion and sustainability (STW, 2026a). It can be positioned as a regulated-adaptive culture. Its organisational values have enabled the company to impact the lives of millions of people meaningfully. The inclusive organisational culture of Severn Trent Water is also aligned with its people orientation. Severn Trent Water supports local businesses and invests in youth development. The inclusive and human-oriented culture of the company is also reflected in integrity-driven decision-making. Apart from decision-making, organisational culture has a highly positive impact on Severn Trent Water’s structure (Mullins, 2007). Its board is committed to strengthening the talent pipeline with a focus on the adequate representation of diverse gender, social and ethnic groups. 
This commitment further informs the graduate, apprentice and leadership programmes of the firm (STW, 2026a). Thereby, the company has been successful in embedding inclusivity across all facets of organisational planning, including succession and talent development. Furthermore, Severn Trent Water’s inclusivity acts as a catalyst for innovation and risk-taking. The leadership encourages employees from diverse backgrounds to propose creative solutions. Eventually, this approach sustains continuous improvement of the services of Severn Trent Water. Even in an inclusive organisation, ineffective communication can compromise decision-making quality (Renaldo, 2022). Hence, the trade-off between decentralisation and strategic control cannot be ignored. This tension is also relevant from the perspectives of crisis management and accountability.
Adequate decentralisation and a bottom-up communication system based on constructive feedback mitigate this risk for Severn Trent Water. Furthermore, the leadership is held accountable for aligning the goals and priorities of the ethnic minorities and female employees with performance metrics (STW, 2026a). They are included in diverse teams, which are flexible and task-oriented, overcoming hierarchical rigidity. However, task-oriented teams also risk misalignment in the absence of strategic guidance. Although key performance indicators serve as a source of strategic guidance, the misalignment risks persist as a managerial challenge. From the perspective of Hofstede’s cultural dimensions, low power distance fosters collaboration and cross-functional teamwork (Escandon-Barbosa, Ramirez and Salas-Paramo, 2022). Thus, a decentralised structure is supported by delegated decision-making. Also, the leadership’s emphasis on stakeholder engagement and ethical decision-making makes the organisation approachable to all employees and customers. These facts further validate Mullin’s argument that organisational culture significantly influences structure, decision-making, motivation, job satisfaction and management control. Moreover, the importance of understanding and managing a diverse workforce into a coherent culture is also emphasised. The models, such as Hofstede’s cultural dimensions or Schein’s cultural levels, can further enrich understanding through the insights into cultural typologies.
[bookmark: _Toc223253175]Theoretical framework and the prevailing organisational culture
[bookmark: _Toc223253176]A Cultural Identity Shift
An application of Hofstede’s and Schein’s models to Severn Trent Water reveals that the organisation is experiencing a cultural identity shift. In terms of Schein’s surface level of artefacts, the company has a progressive organisational structure that is open and agile (Schein, 2010). Apparently, this structure encourages creative ideas from a diverse workforce, based on decentralisation, bottom-up communication and cross-functional integration. At the same time, Severn Trent Water’s commitment to quality in a high-stakes business promotes risk aversion (Su, 2022). This operational and structural tension can also be analysed from the perspective of a theoretical contradiction. 
Severn Trent Water’s inclusive innovation-driven culture showcases the dimension of low power distance. However, the leadership’s directive of ‘failure is not an option’ reflects the high uncertainty avoidance dimension (Su, 2022). This underlying assumption can be understood from the perspectives of safety, quality and trust. Having acknowledged that, the risks of undue stress and hierarchical rigidity emanating from such assumptions cannot be overlooked. By no means should the inclusive approach to innovation be misunderstood as exaggerated or deceptive. Severn Trent Water indeed has a multicultural and diverse workforce that is allowed equal participation in decision-making and ideation. But the expectations of high quality and compliance structurally confines the employees to a considerable extent. Unless openness and compliance are balanced, Severn Trent Water will gradually shift from a culture of low to high power distance (Escandon-Barbosa, Ramirez and Salas-Paramo, 2022). 
[bookmark: _Toc223253177]Critical Insights
A theoretically founded critical analysis of Severn Trent Water’s values and structure indicates a blend of innovation and performance cultures. As mentioned earlier, managing this blend introduces multiple tensions, such as those between people and task orientations. People orientation, as explained in the managerial grid model of leadership, perfectly aligns with the values of participation and openness (Vidyakala, 2020). By contrast, the task orientation emphasising success, safety or quality reinforces organisational hierarchy. The friction between task and people orientations is also comparable to Handy’s typology that differentiates role and task cultures (Handy, 2020). Here, a role culture aligns with the commitment to inclusion at Severn Trent. Conversely, a task culture is preoccupied with performance outcomes. 
Similar to the task-people paradox, Severn Trent Water’s culture also involves a friction between the masculinity and femininity dimensions of Hofstede’s model (Su, 2022). Unlike the masculine dimension emphasising competition, performance and profitability, the feminine dimension aligns more with participation and diversity. As Severn Trent Water is headquartered in the UK, the country’s moderate masculinity, low uncertainty avoidance and low power distance should eventually steer it towards more openness (Escandon-Barbosa, Ramirez and Salas-Paramo, 2022). 
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Organisational culture and external environmental influences
[bookmark: _Toc223253179]Impact of digital transformation
Digitalisation and the e-commerce boom have increased the options for Severn Trent Water’s customers in the UK and beyond (Cognizant, 2021). Now the customers have access to a larger number of water and sewage service providers. More than a million customers in England and Wales subscribe to the water services of a supplier other than the regional monopoly (Cognizant, 2021). No business can any longer take its customer base for granted as software drives each aspect of the industry. While Severn Trent Water’s innovation culture is conducive to such digitalisation, managing a vast application portfolio leaves little time for creativity (STW, 2026a). The services industry is also experiencing the increasing importance of customised commercialisation of software applications, including SAP, SCADA and ODM (Cognizant, 2021). These external environmental influences put additional pressure for innovation on all the players competing for a contested marketplace. 
An open culture supported by participation and decentralisation has so far helped Severn Trent Water fast-track agile processes for businesses and customers (STW, 2026a). The company entered into a strategic collaboration with Cognizant Digital Engineering to provide digital training and upskilling for agile systems (Cognizant, 2021). A positive mindset was evident, as Severn Trent Water embraced collaboration within a diverse workforce to promote innovation. Rather than individual goals or incentives, collective targets and appraisal were prioritised in pursuit of innovation. The partnership between Cognizant Digital Engineering and Severn Trent Water integrated value stream mapping with a modernised technology stack. In essence, these operations confirm the reciprocal relationship between culture and technology.
[bookmark: _Toc223253180]Urgency of environmental challenges 
Digitalisation further empowers the company in asset optimisation and service operations to mitigate the challenge of water scarcity (STW, 2026b). Risk assessment and the optimisation of networks in changing conditions will become increasingly challenging in the future. In such a scenario, a business can thrive only by adopting advanced digital technology, including artificial intelligence and machine learning for forecasting and analysis. Severn Trent Water responds to imperatives and challenges through further digitalisation of its wastewater assets. It plans to align predictive modelling with existing nature-based engineering solutions (STW, 2026b). Despite the initiative, increasing water scarcity may outpace Severn Trent Water’s technological modernisation. The need to ensure sustainable abstraction arising from the probability of lower rainfall in summer explains the looming threat of water scarcity. Researchers estimate that by 2050, Severn Trent Water will require an additional capacity for 525 billion litres of water per day to meet peak water demand (STW, 2026c). Facing these challenges, the company has adopted a data-driven approach to network performance optimisation. Alongside it is also investing more in advanced water treatment technology to ensure the availability of safe drinking water. These operational initiatives must, however, be supported with a coherent culture and an agile structure. Also, Severn Trent’s culture needs more coherence as it can be potentially fragile under acute environmental crises. 
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The Financial Times recognised Severn Trent as among the most inclusive employers across Europe in 2021 (STW, 2026d). These laurels are a result of continued support for gender equality, social mobility and employee empowerment. Severn Trent not only challenges the glass ceiling through female leadership but has also been successful in addressing the median pay gap between men and women. Apart from socioeconomic empowerment, a diverse and multicultural workforce brings unique ideas, skills and experiences to the office (Renaldo, 2022). Creativity and breakthrough are especially critical for Severn Trent as it looks to cope with the technological and environmental influences analysed previously. Against this backdrop, it is interesting to examine whether organisational culture proves to be a barrier or enabler for effective functioning in Severn Trent’s case. 
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[bookmark: _Toc223253183]Culture as the enabling factor 
The organisation follows a centralised and inclusive culture, which is a remarkable enabler in the context of decision-making. Constructive feedback and open communication enable the leaders to make informed decisions (Piatanom and Thongkamhaeng, 2025). This factor minimises the risk of bias in the decisions or approaches of the leaders during the short run. The approaches to solving problems, cultural perspective and knowledge of the teams vary. Research consistently demonstrates that diversity enhances innovation and creativity. For example, the utility organisations like Severn Trent Water experience complicated issues regarding legislative compliance, water scarcity and climate change, which is why creativity is essential for addressing them. 
Another important aspect of the enabling factor is structural flexibility. The culture of the companies gets promoted through the involvement of task-oriented themes and integration of decentralisation. Hierarchical structure, on the other hand, showcases rigidity when cross-functional teams demonstrate flexibility and ensure faster response to address the challenges (Savitha and Kumar, 2025). The frontline employees and managers are empowered through delegated authority, which encourages them to act promptly. It is critical in the case of service-based sectors, which include infrastructure management and water supply. Low power distance minimises bureaucratic delay while encouraging shared accountability. In such situations, the workers feel psychologically safe when raising concerns. This factor thereby supports operational reliability and risk management efficiently. 
Strengthening the relationships among stakeholders is also a significant outcome of effective organisational culture. The extremely scrutinised legislative framework of the UK is followed by Severn Trent Water while operating in the UK. A culture of stakeholder engagement and ethical governance boosts trust among the local communities, consumers and regulators (Lestari, 2024). Initiative for community investment and development programmes of the youths’ development the reputation of the organisation. Positive perception regarding the brand makes a significant indirect contribution towards minimising reputational risk and enhancing customer satisfaction. 
Rapid improvement and promoting creativity are equally notable enabling factors in this context. The regulated adaptive culture culture of the organisation promotes responsible risk-taking and experimentation significantly. Employees belonging to different cultural backgrounds are encouraged to contribute towards improving the services and generating innovative solutions (Usmanova et al., 2022). The industry is undergoing digital transformation, such as sustainable infrastructure development, digital administration and smart metering systems. In this situation, Innovation and creativity are essential, which is why culture is considered a strategic enabler in this case that supports long term competitiveness and adaptability.
[bookmark: _Toc223253184]

Culture as a potential barrier 
Along with being an enabler, the organisational culture is also a barrier which disrupts the functioning of Severn Trent Water. Decentralised decision-making often leads to inconsistency in performance across diverse departments (Altamimi et al., 2023). The flexible and task-oriented teams can have limited coordination while working collectively, and this can also be considered a barrier to the growth of the company. The strategic control of the organisation might be weakened without a clearly defined accountability structure and protocols for crisis escalation. Excessive emphasis on consensus is another barrier in this context. Wider participation is encouraged by the inclusive culture of Severn Trent Water (STW, 2026d), but it often reduces the speed of the decision-making process. Industries that are highly regulated encounter challenges because of such a culture, as the experience hinder to providing a rapid response to operational or infrastructure-related failures.
Communication gaps are also a major barrier in this case because communication breakdown is crucial despite the airport of the company to promote open-door policies. Cultural diversity causes differences in the expectations and style of communication of individuals in the workplace (Maharani et al., 2022). Misunderstanding can minimise the operational effectiveness of the organisation due to a lack of training and structured support for the workers. 
Despite being a strength, sustainability orientation can arise between shareholder expectations and environmental investment. Excessive prioritisation of social outcomes without appropriate financial analysis might impose a severe impact on the cost efficiency of the organisation (Yahaya, 2026). Lack of appropriate alignment between economic sustainability and ethical commitment can impose managerial issues. 
[bookmark: _Toc223253185]Influence of organisational culture on performance 
The culture of the organisation has a notable impact on the overall performance of the company. An empowered and inclusive workforce enhances the job satisfaction and motivation of employees. Feeling valued encourages the workers to boost their productivity, which eventually reduces absenteeism among them (Celestin et al., 2024). The focus of the organisation on diversity enhances the engagement of the employees, which simultaneously increases operational efficiency and service reliability. Sustainability performance and creativity are integrated into the decision-making process for improving long-term environmental efficiency. Investment in environmental protection and infrastructure resilience minimizes long term risk factors in the organisational operations. The culture of the organisation promotes rapid improvement in energy efficiency, reduces waste and improves water quality. 
Culture does not impose a positive impact on profitability but indirectly assists the financial stability of the business through improving operational performance, minimising legislative penalties and enhancing the trust of the stakeholders. Maintaining a strong ethical culture is essential for reducing compliance failure and reputational risk factors that are costly in regulated industries (Nwachukwu et al., 2024). Brand value and reputation are crucial parameters in this context as well. Public utilities highly rely on the trust and legitimacy of the brands. The culture of the organisation promotes integrity and community engagement, which is beneficial for improving the reputation of the corporation. Positive perception of the public improves connection with the local authorities and regulators, which support the sustainable operations of the business in the long run. The culture of the organisation nearby makes a positive contribution to performance across reputational, financial, environmental and operational dimensions. 
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[bookmark: _Toc223253187]Recommendation 1: Strengthening the mechanisms of strategic alignment 
In order to minimise the risk of misalignment across the decentralised teams, the leaders must improve the system of integrated performance management. Regular review of cross-department strategy and the platforms of digital collaboration can ensure an appropriate understanding of the priorities (Onyame et al., 2025). The application of integrated performance management theory can be beneficial, and the measures include digital collaboration platforms and review of regular cross-departmental strategy. Kaplan and Norton’s balanced scorecards improve the connection between financial goals and sustainability targets, which can reinforce coherence. 
[bookmark: _Toc223253188]Recommendation 2: Enhancement of intercultural training in communication 
Considering the diverse workforce of the company, organising structured training programs is essential in areas like inclusive leadership practices and intercultural communication. It can support coordination in the context of problem-solving while minimising misunderstanding. Diversity measures are mostly effective when they are appropriately combined with accountability and training initiatives. The culture dimension theory of Hofstede is applicable as it can outline the influence of cultural awareness. Performance indicators in this case include grievance reduction rate, diversity representation metric and score of employee engagement. 
[bookmark: _Toc223253189]Recommendation 3: Monitoring the efficiency of decision-making 
The participative approach of management is beneficial, and periodic evaluation of the decision-making timelines. Appropriate escalation of the protocols in the cases of urgent operational aspects is essential as it can balance efficiency with inclusivity (Gbabo et al., 2022). Data-driven monitoring is also crucial for recognising the bottlenecks while improving responsiveness. This recommendation indicates the contingency theory which indicates the significance for leaders to adopt situational demands. Service disruption frequency and incident response time are significant measures in this context. 
[bookmark: _Toc223253190]Recommendation 4: Alignment of financial metrics with sustainability 
Tensions can be avoided between financial practices and environmental targets by implementing sustainable measures and linking them to risk mitigation and long-term cost-saving approaches. Investment in infrastructure that is energy efficient can be considered as an example in this context, which reduces excessive operational expenditure. Transparency in the reporting system is crucial for determining return on investments made in sustainability measures, which can strengthen the confidence of the stakeholders. Triple Bottom Line framework and stakeholder theory can be applied for outlining the environmental, social and economic outcomes. Cost saving and the rate of carbon reduction are key indicators in this case.
[bookmark: _Toc223253191]Recommendation 5: Fostering accountability of leadership 
The approaches and behaviour of the leaders shape the overall culture of the organisation. Rapid evaluation of the commitment of the leaders to ethical governance and inclusion must be prioritised. Performance appraisals must integrate sustainability and diversity metrics to reinforce the cultural priorities. The theory of transformational leadership is applicable, which showcases the motivation and values of the organisation (Gupta, 2025). Records of ethical compliance and the rate of diversity promotion can be regarded as measurable indicators.
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The study focuses on analysing the culture at the workplace of Severn Trent Water, which is an enabling factor for the appropriate functioning within the organisation. It successfully follows ethically grounded, sustainability-driven and inclusive values which impose a positive impact on stakeholder engagement, structural flexibility and decision making. Low power distance and decentralisation encourage motivation of the employees, collaboration among the workers and creativity. On the other side, the need for balancing consensus, communication gaps, and misalignment requires substantial attention from management. Alignment between financial performance and sustainability increases through improved coordination among the workers. Such strategic collaboration also improves communication training, which leverages the culture of the company as its competitive advantage. Effective integration of the culture of the organisation is beyond symbolic and is regarded as a strategic asset of the business that promotes its long-term resilience and performance. 
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