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Introduction: (Severn Trent Water)
Former UK regional water authority established in 1974, partly privatise under the water act in 1989 to form Severn Trent water. (according to the company website). Its area of operation involves with River Trent and River Severn.
Headquarter: Birmingham.
Founded: 1975
Organisational culture and its influence on Severn Trent water:
Definition of organisational culture:
Organisational culture or workplace culture refers to values and belief that provides norms of expected behaviours that employees might follow, according to (Schein 1992, Hogan and Cote 2014)
According to (Homburg & Pflesser, 2000) practical evidence suggests that organisational culture significantly influences market-oriented behaviours and market and financial performance
.
Organisational culture significantly influences employee attitude and organisational effectiveness, according to Gregory et al 2009.
It has a greater impact on knowledge management and organizational effectiveness than organizational strategy and structure. according to Zheng, Yang and Mclean, 2010.
Culture impact on Severn Trent water:
Organisational culture pays an important role in forming a structure and decision-making procedure of Severn Trent water. This is one of the leading water suppliers and wastewater company whose main focuses are customer service, longevity, new ideas, safety and accountability towards customers and in workplace. 
Severn Trent heavily focused on social purpose, diversity and inclusion and operational efficiency.
Mullins and Christy (2016, p. 574) argue that organisational culture shapes strategy through shared values, beliefs, and attitudes. In the context of Severn Trent, organisational culture plays a significant role in leading employee behaviour, decision-making, and deliver across the company. As a major water supplier, the organisation relies on a culture that promotes safety, environmental responsibility, customer service, and regulatory compliance. These cultural values influence how employees perform their daily tasks, collaborate with colleagues, and respond to operational challenges.
The authors further suggest that culture affects organisational processes such as motivation, job satisfaction, group attitude, and management control. At Severn Trent, a positive and inclusive culture can improve employee engagement and commitment, leading to improved performance and customer satisfaction. Employees who understand and share the organisation’s values are more likely to support its strategic objectives and contribute to continuous improvement capabilities.
Furthermore, Mullins and Christy emphasise the growing importance of managing a diverse workforce in an increasingly globalised environment. Although Severn Trent primarily operates within the United Kingdom, it employs people from diverse backgrounds and experiences. Creating a coherent organisational culture that embraces diversity and inclusion helps foster teamwork, innovation, and equal opportunities while ensuring that all employees work towards common organisational goals.
Therefore, the quotation highlights that organisational culture is not merely a set of abstract values but a practical force that influences every aspect of organisational life. For Severn Trent, maintaining a strong and positive culture is essential for achieving operational efficiency, employee satisfaction, and long-term organisational success.
Organisational Culture at Severn Trent: A Detailed Analysis
Mullins and Christy (2016, p. 574) emphasise that organisational culture has a profound influence on all aspects of organisational life because it determines “how things are done around here.” This concept is particularly relevant to Severn Trent, where culture plays a crucial role in maintaining operational excellence, regulatory compliance, customer satisfaction, and employee engagement within a highly regulated utility industry.
Influence on Decision-Making
According to Mullins and Christy, organisational culture significantly affects decision-making processes. At Severn Trent, managers and employees are expected to make decisions that reflect the company's commitment to customer service, environmental sustainability, public health, and safety. A culture that prioritises ethical behaviour and accountability encourages employees to consider the long-term consequences of their actions rather than focusing solely on short-term financial gains. For example, decisions regarding water quality management, infrastructure investment, and environmental protection are guided by organisational values that emphasise responsibility and public trust.
Impact on Organisational Structure
The authors also note that culture influences organisational structure. In a large utility company such as Severn Trent, a culture that promotes collaboration and continuous improvement supports structures that encourage communication across departments. Teams responsible for engineering, customer service, environmental management, and regulatory compliance must work together effectively. A strong organisational culture helps reduce barriers between departments and facilitates the sharing of knowledge and expertise, leading to better organisational performance.
Effect on Group Behaviour and Teamwork
Mullins and Christy argue that shared values and beliefs influence how groups interact within organisations. At Severn Trent, teamwork is essential because the delivery of water and wastewater services requires coordination among multiple functions. A culture that values respect, cooperation, and inclusivity encourage employees to support one another and work collectively towards organisational goals. This can improve communication, reduce workplace conflict, and enhance problem-solving capabilities.
For example, when responding to operational incidents such as water supply disruptions or environmental emergencies, employees from different departments must collaborate quickly and effectively. A strong organisational culture helps ensure that everyone understands their responsibilities and works together efficiently during such situations.
Influence on Motivation and Employee Engagement
One of the most important points raised by Mullins and Christy is that culture affects employee motivation. At Severn Trent, employees are more likely to feel motivated when they understand how their work contributes to the organisation's mission of providing essential public services. A culture that recognises employee contributions, promotes personal development, and supports wellbeing can increase job satisfaction and commitment.
Motivated employees are generally more productive, provide better customer service, and are more willing to participate in organisational improvement initiatives. In contrast, a weak or negative culture may lead to lower morale, reduced performance, and higher employee turnover.
Role in Management Control
The quotation highlights management control as another area influenced by organisational culture. Culture acts as an informal control mechanism by guiding employee behaviour even when managers are not directly supervising them. At Severn Trent, employees are expected to follow standards relating to safety, ethics, customer service, and environmental responsibility. When these values become embedded within the culture, employees are more likely to regulate their own behaviour and make decisions consistent with organisational expectations.
This reduces the need for excessive monitoring and creates a workforce that is committed to achieving organisational objectives through shared values rather than through formal rules alone.
Diversity and Inclusion in a Modern Workforce
Mullins and Christy further argue that globalisation has increased workforce diversity and organisational complexity. Modern organisations must manage employees from different cultural, ethnic, educational, and social backgrounds. Although Severn Trent operates primarily in the UK, it employs individuals with diverse experiences and perspectives.
An inclusive organisational culture helps ensure that all employees feel respected, valued, and able to contribute fully to the organisation. Diversity can improve creativity, innovation, and problem-solving because employees bring different viewpoints and ideas. However, these benefits can only be realised when a strong and coherent culture unites employees around common organisational values and goals.
Contribution to Organisational Performance
A strong organisational culture can provide several benefits to Severn Trent:
· 
         Improved employee commitment and loyalty. 
           Higher levels of motivation and job satisfaction. 
           Better communication and teamwork. 
           Enhanced customer service and stakeholder relationships. 
           Greater adaptability to change and innovation. 
            Stronger compliance with regulatory and environmental requirements. 
            Improved organisational reputation and public trust. 
These outcomes contribute directly to organisational effectiveness and long-term
Critical Evaluation
While a strong organisational culture can produce many benefits, it can also present challenges. If cultural values become too deeply embedded, employees may resist change or become reluctant to question established practices. In highly regulated industries such as water utilities, organisations must balance cultural stability with flexibility and innovation. Therefore, managers at Severn Trent must continuously reinforce positive cultural values while encouraging learning, adaptation, and responsiveness to changing environmental and customer needs.
Organisational culture is widely recognised as a critical factor influencing organisational effectiveness, employee behaviour, and strategic performance. According to Edgar H. Schein (2017), organisational culture consists of shared assumptions, values, and beliefs that guide how employees perceive, think, and act within an organisation. This supports Mullins and Christy's view that culture determines "how things are done around here" and influences everyday decision-making.
Within Severn Trent, a strong culture is particularly important because the organisation operates in a highly regulated industry where reliability, safety, environmental stewardship, and customer trust are essential. Schein (2017) argues that culture provides stability and consistency by helping employees understand acceptable behaviours and organisational expectations.
Similarly, Geert Hofstede et al. (2010) suggest that organisational culture creates collective patterns of thinking and behaviour that distinguish one organisation from another. At Severn Trent, these shared values help align employees around organisational goals such as sustainable water management, customer satisfaction, and operational excellence.
Research by John P. Kotter and James L. Heskett (2011) demonstrates that organisations with strong adaptive cultures often achieve superior long-term performance because employees are more engaged and responsive to change. This is particularly relevant to the water industry, where organisations face increasing environmental challenges, technological developments, and regulatory pressures. A culture that encourages innovation and continuous improvement can help Severn Trent remain competitive and responsive to stakeholder expectations.
Employee motivation is also strongly linked to organisational culture. According to Stephen P. Robbins and Timothy A. Judge (2022), cultures that promote recognition, support, and employee involvement contribute to higher levels of job satisfaction and organisational commitment. At Severn Trent, fostering a supportive workplace culture can improve employee retention and performance while enhancing service quality.
Furthermore, diversity and inclusion have become increasingly important aspects of organisational culture. Rob Goffee and Gareth Jones (2013) argue that successful organisations create cultures that balance shared values with respect for individual differences. As organisations become more diverse, an inclusive culture helps employees feel valued and encourages collaboration across different backgrounds and perspectives.
Applying organisational culture framework to analyse Severn Trent water
Severn Trent water demonstrates a culture emphasis on customer service, innovation, longevity and employee wellbeing. Organisational culture can be analysed by using establish theories such as Schein’s models of organisational culture, Handy’s culture types and Hofstede’s culture dimension. These frameworks help identify the values, behaviours and assumption that shapes company’s operation and determine 
1. Schein’s organisational culture:
Edgar Schein proposed that organisational culture exists at three levels 
a. Artefacts (visible elements)
At Severn Trent these include 
. Strong branding around protecting water and the environment.
. investment in digital technologies and innovation.
Sustainability and environmental campaign
Community engagement and volunteering campaign
These valuable practices enhance company’s commitment to customers, environmental awareness and customer benefit.
b. Espoused values
These are company’s values and strategies:
Customer priority.
Behave responsibly and ethically.
Create ideas about modern technology for example water meter.
C. underlying assumption:
Explain the belief reflected in organisational behaviour such trust in employees, continuous improvement and customer focus.
Schein’s models help identify whether the organisation’s visible practice match with existing values and underlying beliefs.
2.Hofstede’s culture dimension:
Hofstede’s framework examines organisational behaviour through national culture characteristics such as,
Power distance 
Individualism / collectivism
Masculinity/ femineity
Uncertainty avoidance, 
long term orientation 
indulgence/ resistance
application to Severn Trent water.
For example, 
A flat management structure suggests low power distance
Team based project indicate collectivism 
Strong priority on innovation demonstrates low uncertainty avoidance.
Investment in employee development reflect long term orientation.
These dimensions help to clarify leadership style, decision making, communication and employee relationship.
                3.Handy’s culture type
Charles Handy identifies four organisational culture type, such as
                 
	Culture type
	characteristic

	
	

	Power culture
	Centralised decision making through a few leaders.

	Role culture
	Clearly define roles, procedure and hierarchy. 

	Task culture
	Teamwork flexibility and project-based working.

	Person culture
	Individuals are focus and operate with high sovereign.


	
	



if I evaluate which culture best reflect for Severn Trent water,
if employees work in cross functional teams with autonomy and innovation the organisation demonstrate task culture.
If there is a strong hierarchy, formal procedure and clear job description, it reflects a role culture.
If authority mainly focus on senior leadership, it suggests a power culture,
Determining the prevailing organisational culture 
After applying three frame works my conclusion is task culture, the evidence suggests that prevailing organisational culture within Severn Trent water is primarily a task culture. Schein’s model shows that collaborating working practices (artifacts), organisation values promoting innovation and teamwork (espoused values) and underlying belief in employee empowerment align closely. Hofstede dimensions indicate low power distance, relatively low uncertainty avoidance and a long-term orientation, supportive collaborate decision making and continuous improvement. Handy’s framework further confirms a task culture through organisation emphasis on teamwork, flexibility, problem solving and project-based working. Although elements of role culture exist through formal policies and procedure, the dominant culture is the one what priorities collaboration, innovation, and achieving objectives through empower teams.
Critical evaluation:
No single model fully dominates organisational culture
Schein’s model provides a deep understanding of visible and hidden aspects of culture but can be difficult to measure objectively.
Hofstede model valuable for understanding cultural influence but originally design to compare national culture rather than individual organisation.
Handy’s culture types are simple and practical but may oversimplify organisation that exhibits multiple culture characteristics.
Adaptation of organisational culture at Severn Trent water
Organisational culture plays a significant role in determining an organisation's ability to respond to changes within its external environment. According to Schein and Schein (2021), culture comprises the shared values, assumptions, and behaviours that shape how organisational members perceive, interpret, and respond to external challenges. In increasingly dynamic business environments, characterised by technological innovation, globalisation, changing consumer preferences, economic uncertainty, and evolving regulatory requirements, organisations require adaptive cultures that facilitate strategic responsiveness and organisational resilience (Cameron and Quinn, 2024). Consequently, Severn Trent leverages its organisational culture as a strategic capability to maintain competitiveness and achieve sustainable organisational performance.
One of the primary mechanisms through which Severn Trent water adapts to external environmental influences is by fostering a culture of innovation and continuous improvement. An organisational culture that encourages creativity, knowledge sharing, and employee participation enables the organisation to identify emerging market trends and respond proactively to technological developments. Schein and Schein (2021) argue that organisations with adaptive cultures are more capable of modifying established practices because employees are encouraged to question assumptions and embrace organisational learning. This cultural orientation enhances organisational agility by enabling employees to develop innovative solutions in response to evolving customer expectations and competitive pressures.
Furthermore, Severn Trent water leverages a customer-oriented culture to respond effectively to changing market demands. Increasing competition and greater consumer expectations require organisations to prioritise customer satisfaction and service quality. By embedding customer focus within its organisational values, the organisation encourages employees to continuously improve products, services, and operational processes based on customer feedback. Kotter and Heskett (1992) argue that organisations possessing adaptive cultures that emphasise responsiveness to customers and external stakeholders consistently outperform organisations with rigid, internally focused cultures over the long term. Consequently, customer-centric cultural values strengthen organisational competitiveness by enabling rapid responses to market changes.
The organisation's culture also facilitates adaptation to economic uncertainty and competitive market conditions through collaboration and organisational flexibility. Cross-functional teamwork, open communication, and shared problem-solving encourage employees to respond collectively to operational challenges, supply chain disruptions, and fluctuating market conditions. Such collaborative behaviours contribute to organisational resilience by improving decision-making and enhancing the organisation's capacity to implement strategic change effectively. Cameron and Quinn (2024) suggest that organisations characterised by collaborative and flexible cultures demonstrate greater adaptability because employees actively participate in organisational transformation rather than resisting change.
 Severn Trent aligns its culture with societal expectations, legislative requirements, and stakeholder demands. Robbins and Judge (2023) argue that organisations with strong ethical cultures are better positioned to enhance organisational legitimacy and maintain long-term stakeholder trust, thereby strengthening sustainable competitive advantage.
 Severn Trent water supports this transition by promoting a learning-oriented culture that values continuous professional development, knowledge acquisition, and technological competence. According to Mullins and Christy (2022), learning cultures enhance organisational adaptability by encouraging employees to develop new skills and embrace technological innovation, thereby reducing resistance to organisational change.
Overall, Severn Trent water demonstrates how organisational culture can function as a strategic resource that enhances organisational adaptability. Through fostering innovation, customer orientation, collaboration, ethical responsibility, and continuous learning, the organisation effectively responds to technological developments, competitive pressures, regulatory changes, and evolving stakeholder expectations. This supports the argument that adaptive organisational cultures not only facilitate organisational change but also contribute significantly to long-term organisational effectiveness and sustainable competitive advantage.
 Impact of organisational culture and purpose theory:
Organisational culture is widely recognised as a critical determinant of organisational performance because it influences employee attitudes, behaviours, decision-making processes, and the organisation's ability to achieve its strategic objectives. Schein and Schein (2021) define organisational culture as a pattern of shared assumptions developed by organisational members that guides behaviour and enables adaptation to both internal integration and external environmental challenges. A strong organisational culture can enhance employee engagement, innovation, collaboration, and organisational effectiveness. However, if organisational values and practices are misaligned with strategic objectives or external environmental demands, culture may negatively affect organisational performance (Robbins and Judge, 2023).
Within Severn Trent water the prevailing organisational culture contributes positively to organisational performance by fostering collaboration, employee commitment, and customer orientation. According to Kotter and Heskett (1992), organisations characterised by adaptive cultures consistently outperform competitors because employees demonstrate greater flexibility, innovation, and responsiveness to changing market conditions. A culture that promotes shared values and collective responsibility also strengthens organisational commitment, reducing employee turnover and improving productivity. Similarly, Cameron and Quinn (2024) argue that collaborative cultures enhance communication, knowledge sharing, and teamwork, enabling organisations to improve operational efficiency and organisational learning.
Furthermore, organisational culture significantly influences employee motivation and engagement. Employees are more likely to demonstrate discretionary effort when organisational values align with their personal beliefs and when they perceive fairness, trust, and opportunities for development within the workplace (Mullins and Christy, 2022). High levels of employee engagement are associated with increased innovation, improved customer satisfaction, and enhanced organisational performance. Consequently, a supportive organisational culture contributes to the development of valuable human capital, which represents an important source of sustainable competitive advantage.
Despite these strengths, organisational culture may also generate challenges that reduce organisational performance. Strong cultures can encourage conformity and reinforce established routines, potentially limiting creativity and reducing organisational adaptability. Schein and Schein (2021) contend that deeply embedded assumptions may create resistance to organisational change because employees become committed to existing ways of working. In rapidly changing business environments characterised by technological innovation and evolving customer expectations, cultural rigidity may delay strategic transformation and reduce organisational competitiveness. Hofstede, Hofstede and Minkov (2010) similarly suggest that cultural characteristics such as high uncertainty avoidance may discourage experimentation and innovation, thereby restricting organisational flexibility.
In addition, an excessive emphasis on operational efficiency or hierarchical control may negatively influence employee wellbeing and organisational performance. Robbins and Judge (2023) argue that cultures characterised by excessive bureaucracy may reduce employee autonomy, creativity, and job satisfaction, leading to lower organisational commitment and increased staff turnover. Therefore, while organisational culture provides stability and behavioural consistency, organisations must maintain sufficient flexibility to encourage innovation and continuous improvement.
To enhance organisational performance, Severn Trent water should implement a series of theory-informed and evidence-based interventions. First, senior leaders should strengthen a learning-oriented organisational culture by encouraging continuous professional development, knowledge sharing, and innovation. Senge's (2006) concept of the Learning Organisation emphasises that organisations capable of continuous learning are better positioned to respond to environmental uncertainty and sustain competitive advantage. Investment in employee training, digital capabilities, and cross-functional collaboration would therefore enhance organisational adaptability and long-term performance.
Second, the organisation should strengthen transformational leadership practices to reinforce cultural values and employee engagement. Bass and Avolio (1994) argue that transformational leaders inspire employees by communicating a compelling organisational vision, encouraging innovation, and supporting individual development. Leaders who consistently model organisational values can strengthen trust, increase employee motivation, and facilitate successful organisational change.
Third, applying Kotter's (1996) Eight-Step Change Model would support the effective implementation of cultural improvement initiatives. Establishing a clear vision for cultural development, communicating the benefits of change, empowering employees to participate in decision-making, and embedding new behaviours into organisational practices would reduce resistance to change and strengthen cultural alignment with organisational strategy.
Finally, the organisation should establish mechanisms for regularly assessing organisational culture through employee engagement surveys, performance indicators, customer feedback, and cultural audits. Cameron and Quinn's (2024) Competing Values Framework provides a structured approach for evaluating cultural strengths and identifying areas requiring improvement. Continuous monitoring enables organisations to ensure that organisational culture remains aligned with strategic objectives, employee expectations, and external environmental changes.
Overall, organisational culture exerts a substantial influence on organisational performance by shaping employee behaviour, organisational effectiveness, and strategic adaptability. While the prevailing culture within Severn Trent water contributes positively through collaboration, customer focus, and employee engagement, continuous cultural development remains essential to address emerging technological, economic, and competitive challenges. By strengthening organisational learning, transformational leadership, employee participation, and continuous cultural evaluation, the organisation can further enhance organisational performance and maintain sustainable competitive advantage.
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Example In-Text Citations
  Organisational culture influences employee behaviour, decision-making, and organisational effectiveness (Mullins and Christy, 2016). 
    Shared assumptions and values guide employee actions and organisational practices (Schein and Schein, 2017). 
    Strong cultures can improve organisational performance and adaptability (Kotter and Heskett, 2011). 
·   

