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Introduction
Organisational culture has been studied in a range of disciplines from social anthropology to organisational psychology (Alshamari,2017). Organisational culture can be approached based on its different perspectives that have been associated with the company (Tandon et al, 2018).  Organisational culture can be incorporate the shared values and beliefs of those within the organisation and the behaviours and norms that are acceptable from employees. An organisation’s culture may come from their origins and background, and the founders of a company or organisation may wish to continue to adhere to their norms and customs. This may reflect in their organisational structure and hierarchies as well as their company’s practices and beliefs. Cultures do however adapt over time and if organisation’s fail to adapt and respond to their global and economic changes around them, they may not continue to be successful. 
Culture of a company has been explored through critical components on the organisation’s components, and it is based largely on the culture that has developed within them (Akpa et al, 2021). Culture cannot be seen as a visible concept, but more like an invisible side of an iceberg (Dimitrakaki, 2022). The visible parts of an organisation comprise of behaviours of employees that are maintained and controlled by managers as well as an organisational hierarchy that may be in place to highlight the top positions in an organisation (Dimitrakaki, 2022). 
This report shall be exploring the organisational culture of Emirates, and the significance of adopting their cultural practices to deliver and maintain a high level of customer service and reputation as one of the lead global airline companies. Emirates prides itself on safety and is one of their corporate values (Emirates, 2025a).  Employees are continuously encouraged to be conscientious to ensure the continuous improvement of airline safety. Emirates have had over 50 million passengers in the past year travel with their airline and has a global network of over 150 destinations and with this volume of customers it is imperative that Emirates deploy a strategic safety culture within their organisational framework (Emirates, 2025a).  They employ a workforce from over 160 nations around the world, and this supports the company as they seek to bring in talents and expertise from various cultures and backgrounds across the globe (Emirates, 2025b). 
Culture can vary across many countries and various companies depending on their origin will most likely adapt the cultural aspect of their company’s original framework from the cultural values of the country in which they originate from. For example, Emirates is predominantly Arab airline which may adopt their philosophies and cultural practice into their work organisation. For example, forbidding alcohol on some flights and cabin crew uniform as well as passenger attire to cover up and adhere to the values of Arabic culture.  



Organisational Culture of Emirates 
The organisational culture of Emirates is multi-cultural and diverse and is committed to employees by developing their skills with in-house training. Whilst it’s main organisational aims are to ensure a world class airline service with Safety at the heart of the organisational values, it is committed to ethical business practices and therefore they believe that honesty, fairness and the strength of their products and services will drive them to operate successfully (Emirates, 2025c). 
They have a sustainability culture and embed within this they are committed to supporting disadvantaged children with their educational pathways, supporting communities by encouraging sports and cultural activities and providing resources to protect wildlife and natural habitats (Emirates, 2025d).  Emirates values preserving wildlife and habitats and have demonstrated this with their commitment to support a sustainable ecosystem at the Dubai Desert Conservation Reserve for over 20 years (Emirates, 2025g). 
The Emirates Group values their vision and will continue to invest in technology, people, partnerships so they can deliver outstanding products and services and improve performance to support them to make a positive impact upon their Business, “our Planet and our People and our Communities”, (Emirates 2025d). 
Although Emirates is an airline company that undoubtedly produces emissions across the globe and affects our planet, they are committed to research and innovation to help minimise their environmental footprint by adopting a sustainable practice such as Emirates’ Green Standard Operating Procedures (SOP). In 2022-2023 the Green SOPs “helped to reduce fuel burn by over 50,000 tonnes and carbon emissions by over 160,000 tonnes” (Emirates, 2025f). Emirates use electric vehicles to chauffer their 400+ flight deck crew to and from work in Duba and this is saving on average 14 tonnes of Co2 for more that 2,100 trips that occur per month. Emirates have also invested heavily on solar power systems to generate clean electricity to their major facilities. Their current installations have generated over 9,000 MWh of renewable electricity annually which Emirates claim to be saving approximately 4 million kilograms of carbon dioxide emissions (Emirates, 2025f). 
Influence of Culture on Structure and Decision-Making
To manage the organisational culture, Emirates has a strategic direction and long long-term objectives. There is a definitive organisational culture that “delineates the roles, responsibilities and accountabilities of business units across the group”, (Emirates, 2025e)
Organisational culture helps to shape a company’s structure by incorporating the values and beliefs of the organization itself and embedding these by demonstrating the outcome of their beliefs and values. For example, Emirates value all their employees they hire because they bring different skill sets and knowledge which emphasises the importance of their diversity can cultural aspects of the business. Emirates value their sustainability efforts, and they are continuously innovating their designs and finding ways to reduce carbon emissions by working alongside various partners to help them do this for our planet. 



Identifying Cultural Types: Models and Frameworks
Emirates has an organisational structure that adopts a characterised flat commercial focused structure. It has a strategic, customer-centric management style designed to enable rapid decision making to be able to manage a diverse multicultural workforce efficiently. 
Hofstede's Cultural Dimensions Theory can be used to identify core values within Emirates as this framework can help to demonstrate the cultural heritage of strict cultural identity preserved with Arabic and Islamic traditions. Emirates have an organisational leadership team which comprises mainly of masculine figures and this fits into the framework that Hofstede discusses when he speaks about ‘Masculinity Versus femininity’ (Zemojtel-Piotrowska and Piotrowski, 2023).   Emirates fosters a transformational leadership that encourages innovational through transformational leadership to encourage employees to be their best (Ahmed & John, 2018). Emirates power distance is relatively high as they adopt a collectivist culture whereby people in this country accept hierarchical roles and there is greater acceptance of social and economic inequalities (Hofstede, 2011)






Culture and the External Environment
How is the company using the influence of organizational culture to adapt to its external environment?  
Emirates highly values the importance of lowering their emissions as their commitment to sustainability which they spend multi-billion-dollar investments on eco-efficient technology and comply with all the necessary environmental regulations and standards (Emirates, 2025h). Their high importance of lowering the carbon footprint also includes not just fuel for their aircrafts but also in-flight meals are recycled and re-used to reduce their plastic waste. Emirates Flight Catering is one of the world’s largest airlines catering firms who run a recycling programme. A wide range of materials from landfill, including paper and cardboard, aluminium foil and cans, and plastic bottles and containers which is collected from our aircraft after their arrival in Dubai (Emirates, 2025i). Denison’s Organisational Culture Model (Traits Theory) can be used to show Emirates adaptability to their environment and responsibilities to lowering emissions by ensuring they use sustainable measurements across their workforce, from recycling aircraft products as well as meals and catering as their commitment to deliver sustainability in their operations. This shows Emirates consistency and shows the company’s shared values to promote and adhere to their sustainability policies. 
Emirates not only respect its people and workforce, but they also aim to protect their community and the surrounding areas within Dubai. Emirates works alongside the Dubai Desert Conservation Reserve (DDCR) to help protect desert habitat and endangered species. The DDCR is 225 square kilometres and makes up of about 5% of Dubai’s total land area and includes a luxury resort onsite. The proceeds of these is all spent on the conservation and wildlife care which demonstrates Emirates organisational policies to support the wider community and habitat (Emirates, 2025j).
 



Organisational Culture as a Barrier
Cultural barriers in the organization include strict lats regarding to public displays of affection, modesty in dress and drinking in public places. Social norms around gender such as women unable to shake hands unless they offer to do so and dress code such as not showing the soles of feet is forbidden. Public affection such as hugging and holding hands can lead to legal trouble and revealing clothing should be avoided. 
Emirates employ a diverse workforce from over 32 different countries and backgrounds. This initially resulted in a lack of unidentified identity as individuals acted with their own individual norms rather than a cohesive force that aligned with Emirates’s specific philosophy. The UAE has many laws that those from Western societies may not adhere to and this can make it difficult for a workforce to comprehend and to become aligned Arabic cultures and norms. Public anger such as yelling in public is viewed differently in other cultures and should be avoided in UAE territory. By ensuring that the workforce all share and adhere to cultural policy and agree to the code of practice, then cultural barriers can be minimised. 
As Emirates is one of the leading global airlines in the world, it hires many employees from across the globe and there are work opportunities all over the globe. Employees will be trained and have the training to learn about Emirates culture and their mission and values. 
Organisational culture as a barrier occurs within many organisations that adopt a hierarchical structure. Emirates place strong emphasis on brand image and compliance over individual employee’s well-being and cultural expression.  The values that employees may have may not be the same for all employees and so cultural barriers may exist amongst the employees and organisational culture. Human Resources will have a set guideline to which they follow and adhere to in the workplace, but it may not necessarily the same values and opinions that individual employees may value personally (Van der Walt and Wiese, 2025)

 Impact of Culture on Organisational Performance
The organisational culture has a huge impact on the Emirates’s performance as they adhere to strict guidelines for all staff an embrace their cultural diversity whilst still maintain their own Arabic cultural roots.  For example, although it is forbidden to drink alcohol in a public space in the UAE, Emirates shall still serve alcoholic beverages on board as they embrace their passengers are from all diverse cultural backgrounds.  Emirates employees are from over 32 different countries and so it fosters a unique customer service experience to create a cohesive team. By bringing employees range of diversity, they manage effectively to ensure that all employees are engaged, and clear communication is provided to their multi-cultural workforce to ensure all employees feel included and part of a successful company. Unified team spirit despite employees coming from over 30 different countries, the company has successfully created a cohesive and unified team with a shared purpose. This promotes teamwork and enhances overall performance. Innovation and adaptability by cultivating a culture that accepts new ideas and allows for adaptability. Emirates can better respond to market changes and new opportunities, which support long term success.
Emirates have strict rules regards their uniform for cabin crew they must adhere to. Women are to ensure their hair strands are not visible and neatly placed up and wear red lipstick with flawless makeup. This highlights Emirates pride for consistency and professionalism, however ref lipstick in some cultures may emphasise various unforbidden actions and negative connotations in some parts of the world.  However, in the UAE, Emirates staff wear red lipstick for brand consistency and professionalism and historically red also was seen a safety function for it makes flight attendants lips more visible for lip reading in a chaotic or noisy environment. In Britain, red lipstick symbolises female empowerment and historically the rebellion for the suffragettes during World War II.  This is a classic example of how cultures vary across the globe and it not a concept that can be easily defined, but something that is learned through training, shared norms and values and beliefs people adhere to when working as part of a team, organisation or movement. Being part of a shared vision shall allow for a company to not deviate from their morals and move towards their targeted direction and if everyone that is employed within Emirates who have the same knowledge, training, beliefs and attitudes and adhere to organisational structures, Emirates will continue to attract the many talented employees to help them generate profits to become continue to be successful as they currently are. 

Conclusion
In conclusion, the success of a business is heavily reliant on the organisational culture and how they organisation values both employees and their customers/consumers.  Emirates has a strict organisational culture whereby their employees are provided with clear hierarchical structures, so they can ensure they discuss any issues with their line manager within that team.  The cultural diversity that Emirates has incorporated and the luxurious brand connected to the experience of passengers when flying onboard an Emirates Aircraft exhilarates a sense of pride and passion and so employees feel as though they are working and contributing to the success of this company. Their brand is global, and the service provided has a big impact upon both staff and passengers. 
Due to their cultural diversity, Emirates attracts people with expertise from all over the world and therefore they can reach out to some of the highest qualified people in the world from safety management, IT, product design and further specialist fields.  Emirates offer opportunities to progress in many roles and offers many diverse roles and is looking to recruit more that 17,300 professionals across 350 roles this year (Emirates, 2025k). 
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