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1.0 Executive Summary
This report evaluates the organisational culture and climate of SPK Property Solutions (SPK), a locally based property maintenance company, in alignment with the CIPD Good Work Index (2024) and the CIPD maturity model (2017). It provides an analysis of how these concepts influence employee engagement, motivation, and overall performance, offering actionable recommendations to address current gaps and drive organisational development.
The report begins by critically analysing the distinction between organisational culture and climate. While culture encompasses the deeply embedded values and beliefs shaping long-term behaviours, climate reflects employees’ perceptions of workplace policies and practices, offering a more tangible and immediate metric for change. Focusing on climate enables the organisation to address specific issues that influence day-to-day engagement and productivity.
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Organisational culture and climate are crucial factors influencing employee engagement, productivity, and innovation. Understanding and improving these elements is particularly significant for SPK, a locally based property maintenance company operating in a competitive and dynamic market. This report aims to evaluate the organisation's culture and climate, assess its current position using established models, and provide actionable recommendations for management development and organisational change.
Organisational culture refers to the shared values, beliefs, and assumptions that shape behaviours within a company, often determining how employees interact and perform (Schein, 2010). On the other hand, organisational climate represents employees' perceptions of workplace practices and policies, offering a more measurable and immediate insight into their experiences (Patterson et al., 2005). While culture provides a long-term foundation, focusing on climate offers practical avenues for short- and medium-term improvements (Schneider et al., 2013).
To guide this evaluation, the CIPD maturity model (2017) will be applied, which identifies four levels of organisational development, from initial to leading practices. Two key climate dimensions—inclusion climate and innovation climate—are analysed to pinpoint strengths and areas for improvement. These dimensions are particularly relevant in fostering diversity and creativity, which are essential for maintaining competitive advantage in today’s market (Nishii, 2013; Amabile, 1996).
Additionally, Cameron and Quinn’s Competing Values Framework (CVF) (2006) is employed to analyse SPK's current culture, highlighting its hierarchical tendencies and opportunities to transition toward a more collaborative approach.
This report ultimately provides evidence-based recommendations aimed at enhancing SPK’s overall performance through better alignment of culture and climate with strategic goals, as underscored by the CIPD Good Work Index (2024).
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3.1 Comparative Analysis of Organisational Culture and Climate 
Organisational culture and climate are distinct yet interconnected concepts that shape the employee experience and influence organisational outcomes. In the context of a property maintenance company such as SPK, understanding and managing these elements is crucial, particularly given the dynamic challenges of the industry, including client expectations, safety concerns, dramatic resource costs and workforce diversity. While culture provides the foundation for shared values and behaviours, climate reflects employees’ day-to-day perceptions of the work environment. Understanding these distinctions and their relationship is crucial for implementing targeted interventions, particularly in organisations seeking to enhance engagement, innovation, and overall effectiveness.
Focusing on climate offers immediate, practical insights for addressing operational challenges and in turn can enhance employee engagement.

3.2 Interconnectedness of Culture and Climate
Organisational culture represents the deeply embedded values, beliefs, and norms that evolve over time, creating a collective identity for the organisation (Schein, 2010). It operates at a macro level by influencing long-term strategy and the organisation's fundamental character. In contrast, organisational climate reflects employees' perceptions of workplace policies, practices, and procedures, offering a snapshot of their day-to-day experiences (Schneider et al., 2013).
Despite these differences, culture and climate are interconnected. Culture provides the foundation, or “roots,” from which climate emerges as a visible expression of those deeper values (Schneider, Ehrhart, & Macey, 2013). For example, an organisation with a collaborative culture may manifest a supportive climate where employees feel valued and engaged. 
However, the relationship is not always linear. While culture may influence climate, employee perceptions (the climate) can also shape the way culture is presented. For example, if employees perceive organisational policies as unfair, it may undermine the intended cultural values of fairness and inclusion (Patterson et al., 2005). This interplay highlights the importance of managing both elements to achieve alignment and consistency.
In the property maintenance industry, culture encompasses the long-term values and norms guiding organisational practices, such as commitment to customer satisfaction, safety, and reliability (Schein, 2010). These cultural elements underpin the organisation’s identity, influencing strategic decisions and shaping employee behaviour.
Climate, on the other hand, reflects how employees perceive these cultural values in practice, such as their experience of safety protocols, fairness in task allocation, or the inclusivity of leadership practices (Schneider et al., 2013). For instance, if the company values safety as part of its culture but employees perceive inconsistencies in the enforcement of safety policies, it creates a disconnect that can undermine trust and performance and can in turn have an effect on awarded tenders.
The correlation of culture and climate is evident in how climate operationalises cultural values. In the property maintenance company, a strong safety culture would manifest in a positive safety climate where employees feel supported to follow procedures and raise concerns without fear of retribution. However, a negative climate can erode the intended benefits of culture, leading to disengagement or non-compliance (Patterson et al., 2005).

3.3 Distinct Characteristics of Culture and Climate
Focus and Application
Culture is broad and abstract, encompassing shared assumptions and long-term organisational identity (Schein, 2010). Culture in the company reflects its broader, enduring identity, such as its reputation for professionalism and reliability. Climate, however, provides real-time insights into specific dimensions of employee experience, such as their perception of workload management or opportunities for growth.

Measurement and Adjustability
Culture is intangible and measured through qualitative means, such as interviews or observations of leadership behaviours (Cameron & Quinn, 2006). Climate, being more immediate and tangible, can be assessed through employee surveys or feedback mechanisms, offering actionable data on areas like safety compliance or job satisfaction (Schneider et al., 2013).

3.4 Overall Perspective
While culture evolves over time and influences long-term strategy, climate reflects the current environment and can shift rapidly in response to policy changes or leadership actions. For example, a change in safety procedures in the property maintenance company may quickly alter the safety climate but may take years to influence the broader culture of safety.


3.5 Focusing on Climate for Practical Insights
Immediate Diagnostics and Interventions
Focusing on climate allows the organisation to pinpoint specific issues affecting employee perceptions and address them promptly. For example, a climate survey in the company may reveal dissatisfaction with communication around task assignments. Addressing this through clearer communication channels or regular team briefings could yield immediate improvements in employee morale and productivity (Young, 2023).
Enhancing Safety and Compliance
Given the industry’s reliance on adherence to safety standards, a positive safety climate is essential. Employees must perceive that safety procedures are consistently enforced and that their concerns are valued. Climate assessments can identify gaps in safety perceptions, enabling targeted interventions such as enhanced training or leadership reinforcement of safety protocols (Patterson et al., 2005).
Supporting Employee Engagement and Retention
Climate directly influences engagement and retention by shaping employees’ day-to-day experiences. For instance, if the organisation aims to foster an inclusive culture, focusing on the inclusion climate—how employees perceive diversity initiatives or equal opportunities—can highlight actionable gaps (Nishii, 2013). Addressing these gaps through initiatives such as mentoring programmes or recognition of diverse contributions can quickly improve inclusivity perceptions, aligning employee experience with cultural values.
Bridging Culture and Operational Realities
Focusing on climate allows leadership to translate abstract cultural values into tangible behaviours and practices. For example, promoting a culture of “excellence” in the company can be supported by fostering a climate that emphasises quality assurance and accountability. This alignment ensures that employees not only understand the organisation’s values but also see them reflected in everyday practices.

Climate is more specific, focusing on how employees experience organisational practices in real-time (Schneider et al., 2013).
For example, an organisation may espouse a culture of innovation, but its climate may reflect risk aversion if employees perceive that mistakes are punished.
Measurement and Tangibility
Culture is difficult to measure directly, often relying on qualitative assessments such as interviews or ethnographic studies (Cameron & Quinn, 2006).
Climate, on the other hand, is more tangible and measurable through surveys that capture employee perceptions of fairness, safety, or inclusion (Patterson et al., 2005).
This distinction makes climate a more practical focus for organisations aiming to implement measurable and immediate changes.
Timescale of Impact
[image: See the source image]Culture evolves gradually and influences long-term behaviour and strategy(Hofstede, 1991).



 
Climate can fluctuate based on recent events, leadership changes, or policy shifts, offering a more dynamic and short-term perspective (Young, 2023).
For instance, while cultural transformation may take years, climate interventions—such as improved communication or policy adjustments—can yield noticeable results within weeks or months.
3.6 Why Focusing on Climate Offers Practical Insights
Immediate and Actionable Feedback
Climate provides a real-time lens into employee experiences, making it easier to identify and address specific issues. For instance, surveys assessing inclusion climate can highlight gaps in psychological safety or equity, guiding immediate interventions such as unconscious bias training or adjustments to recruitment practices (Nishii, 2013).
This practicality contrasts with culture, which may require extensive time and resources to shift. While cultural change is essential for sustained success, addressing climate offers a quicker path to visible improvements that can build momentum for broader transformation (Schneider et al., 2013).
Influence on Engagement and Performance
Climate directly affects employee engagement, satisfaction, and productivity. A positive climate fosters trust, motivation, and collaboration, while a negative climate can lead to disengagement and turnover (Patterson et al., 2005). For example, a climate that supports learning and development encourages employees to innovate and grow, enhancing both individual and organisational performance (Amabile, 1996).
Focusing on climate also aligns with the principles of the CIPD Good Work Index (2024), which emphasises the importance of creating fair, inclusive, and fulfilling work environments. By improving climate, organisations can address key dimensions of “good work” without waiting for cultural transformation to take root.
Flexibility in Implementation:
Climate is more adaptable than culture, allowing organisations to tailor interventions to specific contexts or teams. For instance, departments with differing subcultures may share a common climate of inclusion through targeted initiatives, such as mentoring programmes or flexible working arrangements (Young, 2023).
This adaptability is particularly valuable in organisations facing external pressures, such as regulatory changes or market disruptions, where rapid adjustments are needed to maintain employee morale and performance.
Diagnostic Value:
Analysing climate offers diagnostic insights into how cultural values are operationalised. Discrepancies between espoused values and perceived climate can reveal misalignments that undermine organisational effectiveness. For example, if an organisation claims to value ethical behaviour but employees perceive a climate of favouritism or unfair practices, it signals a need for corrective action (Schneider et al., 2013).

3.8 The Role of Leadership
Leadership plays a pivotal role in bridging culture and climate. While leaders shape culture through vision and strategic direction, they influence climate through day-to-day interactions and decisions. For example, a leader who consistently recognises employee contributions can foster a climate of appreciation and trust, reinforcing the organisation’s cultural values of respect and collaboration (Cameron & Quinn, 2006).
Leaders also act as role models, demonstrating the behaviours and attitudes that align with organisational goals. By prioritising climate improvements, they can create immediate positive changes that pave the way for deeper cultural evolution.
3.9 Utilisation of CIPD’s Maturity Model, 
SPK can be assessed in its journey towards optimising organisational culture and climate. Currently, the company appears to operate at an "Emerging" stage in several areas. For example, its Safety Climate reflects a basic awareness of compliance requirements, but there is inconsistency in how safety policies are enforced and communicated across teams. Similarly, the Learning Climate demonstrates an ad hoc approach to training and development, with limited structured opportunities for employees to enhance skills or advance their careers. Leadership and management practices also indicate room for growth, particularly in promoting inclusivity and employee engagement. While foundational systems and policies are in place, the lack of integration between strategic objectives and operational practices hampers the organisation's ability to transition to the "Established" or "Optimising" stages. Addressing these gaps through targeted interventions in safety protocols, leadership training, and continuous learning initiatives can help the company progress towards higher maturity levels, fostering a more engaged and productive workforce.
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Organisational culture and climate are distinct yet interconnected concepts that shape employee experiences and organisational outcomes. While culture provides a foundational framework for long-term identity and strategy, climate offers a practical and measurable avenue for short-term interventions.
Focusing on climate allows organisations to address immediate challenges, enhance engagement, and build trust, creating a fertile ground for sustained cultural transformation. By leveraging diagnostic tools and targeted strategies, organisations can align culture and climate to drive performance, innovation, and employee well-being.
In SPK organisational culture provides the guiding principles that define its identity, while climate offers a real-time lens into how those principles are experienced by employees. Although culture shapes long-term behaviours, focusing on climate provides immediate, actionable insights that can drive practical improvements in safety, engagement, and performance. By leveraging climate assessments, the organisation can bridge the gap between cultural aspirations and operational realities, fostering a more effective and engaged workforce.
These recommendations provide a strategic roadmap for improving organisational climate and supporting long-term cultural evolution. By addressing safety, inclusivity, and professional development, SPK can foster a more engaged, motivated, and high-performing workforce. Each initiative is designed to be cost-effective, actionable, and aligned with industry best practices, ensuring measurable improvements in employee experience and operational outcomes.
These recommendations are cost-effective and strategically aligned to improve organisational culture, enhance climate dimensions, and ensure sustainable employee engagement. By adopting these changes, SPK  can transition toward a more inclusive and innovative workplace, fostering productivity and long-term success.
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A key recommendation for a small organisation like SPK based on the analysis of organisational culture and climate, are designed to enhance employee engagement, operational efficiency, and long-term sustainability. Each recommendation includes an assessment of its importance, estimated cost, and anticipated impact on the organisation.
A. Implement a Robust Safety Climate Enhancement Programme
Objective: Strengthen the organisation's safety climate to ensure employees feel supported and protected in their roles, reducing workplace accidents and improving compliance with safety regulations. This will in turn reduce the potential incidents.
Actions:
Conduct regular safety training workshops tailored to field operations, addressing specific risks faced by maintenance teams.
Establish an anonymous reporting system for safety concerns to encourage transparency and proactive issue resolution.
Introduce a "Safety Champion" programme, recognising employees who exemplify best practices in safety compliance.
Cost Estimate (Approximate Costings):
Training workshops: £5,000 annually.
Online reporting system implementation: £3,000 one-time cost. (AI)
Safety Champion incentives: £3,000 annually.
Impact:
Improved safety compliance and reduced workplace incidents.
Enhanced trust between employees and management regarding safety concerns.
Positive perception of the organisation’s commitment to employee well-being.




B. Develop an Inclusive Leadership Training Initiative
Objective: Foster an inclusive climate by equipping leaders with skills to manage a diverse workforce effectively and promote equity in decision-making processes. This will in turn lead to becoming an employer of choice. 
Actions:
Provide mandatory diversity and inclusion (D&I) training for all managerial staff.
Introduce regular “inclusion audits” to monitor employee perceptions of fairness and inclusivity.
Launch mentorship programmes pairing leaders with employees from under-represented groups.
Cost Estimate:
D&I training: £0 annually (HR to deliver internally).
Inclusion audits: £0 annually.
Mentorship programme setup: £1,000 one-time cost.
Expected Impact:
Enhanced employee morale and engagement through visible efforts to promote inclusivity.
Reduced turnover rates among underrepresented employees.
Alignment with organisational values of fairness and equity.


C. Establish a Continuous Learning and Development Framework
Objective: Build a culture of continuous improvement by enhancing the learning climate, equipping employees with skills to adapt to industry changes and organisational growth.

Actions:
Develop a comprehensive online learning portal offering courses in technical skills, customer service, and leadership.
Offer tuition reimbursement or subsidies for employees pursuing relevant certifications.
Create career development plans aligned with individual goals and organisational needs.
Cost Estimate:
Online learning portal: £20,000 setup cost, £5,000 annual maintenance.
Tuition reimbursement: £1,000 annually.
Career development planning: £1,000 annually for HR resources.
Impact:
Increased employee satisfaction and retention through visible career growth opportunities.
Improved service quality and innovation driven by a skilled workforce.
Enhanced organisational reputation as an employer that values professional development.
Prioritisation of Recommendations for SPK:
Safety Climate Enhancement Programme
Reason: Safety is a foundational requirement in the property maintenance industry. Focusing on this first addresses immediate risks and compliance concerns, setting the stage for a stable work environment.
Inclusive Leadership Training Initiative
Reason: Addressing inclusion fosters trust and engagement, particularly in a diverse workforce. This initiative builds the interpersonal foundations necessary for broader cultural and operational changes.
Learning and Development Framework
Reason: While essential for long-term growth, this initiative requires a stable and engaged workforce, making it most effective after foundational issues like safety and inclusivity are addressed.
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