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[bookmark: _Toc139645089]Introduction  
The effect of environmental influences on the culture of Severn Trent Plc is thoroughly evaluated in this research. It determines whether the organization's culture encourages employees to act ethically and analyses the culture using the appropriate framework. It also talks about a moral conundrum that could affect how the company operates. The report also highlights obstacles to the culture of the organization's effective operation and offers pertinent suggestions for enhancing the workplace culture. The effectiveness of the organisation is anticipated to increase as a result of these suggestions.
A well-known water and wastewater corporation, Severn Trent Plc, is based in Coventry, England. Severn Trent Plc, which has a long history spanning more than 150 years, is committed to offering millions of consumers high-quality water services (Seven Trent Water, 2019). The organisational culture of Severn Trent Plc is an intriguing topic for investigation and evaluation since it has a significant impact on how the company operates and how its employees behave.
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[bookmark: _Toc139645091]Meaning of organisational environment 
An organization's operations, performance, and decision-making procedures are all impacted by the external variables and circumstances known as the organisational environment (Soomro and Shah, 2019). These variables may consist of the market environment, rivals, technical developments, legislative and regulatory frameworks, social and cultural influences, and economic trends, among others.
[bookmark: _Toc139645092]Assessing the impact of environmental factors on the organisational culture through analysis of organisational environment 
[bookmark: _Toc139645093]Pestle analysis
The environmental factors analysed through the PESTLE framework have a profound impact on the organizational culture of Severn Trent Plc. 
1. Political: The management of water resources, environmental preservation, and pricing strategies are all areas where government laws and regulations can have a big impact on a company's operations and profitability (Seven Trent Water, 2019). The organisational culture is influenced by governmental laws and policies on environmental preservation and water resource management. A culture of sustainability, environmental responsibility, and respect to legal and regulatory frameworks may be fostered by compliance with these regulations (Sabuhari et al., 2020).
2. Economic: The general state of the economy in the markets have an impact on the company's sales and profitability. For instance, people may use less water during a recession, which would result in decreased revenue for the business. By altering staff morale, motivation, and performance expectations, the economy has an impact on organisational culture (Neupauer et al., 2020). Economic upswings can encourage a culture of expansion and innovation, whereas economic downturns can encourage a culture of cost-cutting and efficiency.
3. Social: Severn Trent Plc must take into account popular perceptions of environmental sustainability, corporate social responsibility, and water conservation. For instance, the opportunity to promote tap water as a sustainable substitute for bottled water is presented by the public's growing awareness about plastic waste and single-use plastics (Christodoulou et al., 2019). The organisational culture is highly impacted by societal perceptions of water conservation, sustainability, and corporate social responsibility. Aligning with social issues can encourage a culture of environmental care, community involvement, and moral conduct.
4. Technological: The organisation can monitor water usage more efficiently and find leaks or inefficiencies by implementing smart metering and sensor technologies. This could enhance both customer service and operational effectiveness (Neupauer et al., 2020). Technological developments affect organisational culture through encouraging creativity, effectiveness, and adaptation. Adopting technology can result in a culture of ongoing learning, digital transformation, and a readiness to consider novel approaches.
5. Legal: Environmental impact evaluations, discharge licences, and compliance with legal requirements for water quality are all crucial. Changes in rules may open up new possibilities for resource management and water treatment innovation (Christodoulou et al., 2019). By placing a strong emphasis on moral behaviour, accountability, and transparency, compliance with legal requirements shapes the organisational culture. Maintaining stakeholders' trust requires a culture of integrity and adherence to rules and laws.
6. Environmental: Extreme weather conditions and climate change may have an impact on the quantity and quality of water resources (Christodoulou et al., 2019). The business must make investments in resilient infrastructure to reduce the risks brought on by climate change and to guarantee the long-term viability of its operations.
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[bookmark: _Hlk139637124]The environmental factors analysed through the McKinsey's 7-S Framework have a profound impact on the organizational culture of Severn Trent Plc. 
1. Strategy: The strategy of Severn Trent Plc focuses on offering high-quality water and wastewater services while upholding sustainability and client happiness (Rahadi, 2022). The company's investment in infrastructure upgrades to satisfy regulatory standards and improve service delivery is one example. Growth, increased operational effectiveness, and client loyalty are made possible by this strategy. The organisational strategy shapes the organisational culture by establishing objectives, priorities, and a course of action. A culture that appreciates these elements can be shaped by a strategy that emphasises sustainability, customer satisfaction, or innovation.
2. Structure: The organisational structure of Severn Trent Plc is hierarchical, with functional departments and distinct reporting lines (Seven Trent Water, 2019). Coordination and decision-making are made possible by this system. The reporting lines, avenues of communication, and decision-making procedures are influenced by the organisational structure. A culture of collaboration, empowerment, and invention may be encouraged through a flat, decentralised organisation.
3. Systems: Water treatment, distribution, customer care, and financial management are handled by established processes within the business. Both operational effectiveness and regulatory compliance are ensured by these systems (Rahadi, 2022). The culture is influenced by the mechanisms in place since they help or hinder desired behaviours, such as performance management and communication systems. A culture of openness, criticism, and continual development can be supported by well-designed systems.
4. Shared Values: Shared principles including innovation, sustainability, and customer attention serve as the foundation of Severn Trent Plc. The company's culture is shaped by these principles, which guide decision-making (Masaeid, 2020). Organisational culture is shaped by the common ideals of the group. Integrity, customer service, and sustainability are examples of values that have an impact on behaviour, choices, and interactions between employees.
5. Skills: The company's staff members are technically skilled in customer support, engineering, and water management. Innovation and efficient service delivery are made possible by these skilled personnel (Mohudi, 2022). The organisational culture is influenced by the competencies and skills of the workforce. A culture of growth and innovation is fostered by an environment that values lifelong learning, skill building, and knowledge exchange.
6. Staff: The team of Severn Trent Plc is valued for its diversity and inclusiveness. Employee cooperation and teamwork are encouraged by the company. Fostering a culture of lifelong learning and allowing staff members to participate in decision-making processes opens up opportunities (Masaeid, 2020). Organisational culture is greatly influenced by employee involvement, attitudes, and behaviour. Positive work environments and collaboration are fostered through a culture of teamwork, diversity, and inclusivity.
7. Style: Focusing on long-term sustainability, accountability, and transparency define the leadership style at Severn Trent Plc. This manner establishes the company's culture and shapes employee behaviour (Rehman et al., 2019). Fostering a climate of open dialogue and consensus-based decision-making offers opportunities (Mohudi, 2022). The tone of the organisational culture is set by the leadership style and behaviour. Leadership philosophies that uphold these principles can lead to a society that is open, trustworthy, and empowered.
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The term "organisational culture" refers to the common values, assumptions, attitudes, and behaviours that influence interactions and decision-making inside an organisation as well as the work environment (Mohudi, 2022).
[bookmark: _Toc139645097]Organisational culture promoting ethical behaviour among employees 
The culture of Severn Trent Plc is well known for its strong adherence to ethical behaviour and sustainability principles. As a result of the company's emphasis on social responsibility, ethics among employees are encouraged by the culture of the organisation.
A key principle shared by all divisions of Severn Trent Plc., ethical behaviour is more than just a set of guidelines. The organisation offers thorough ethics training programmes to make sure that staff members are aware of the value of making moral decisions and the potential effects of their choices on the environment and stakeholders. With the help of this training, staff members can handle challenging moral decisions with integrity and assurance.
The Severn Trent Plc executive group is key in establishing the company's ethical standards. By setting an exemplary example of openness, justice, and a dedication to preserving moral principles, they serve as role models. Leaders encourage staff to express concerns, disclose ethical problems, and seek help when faced with ethical obstacles by building an open and inclusive communication environment.
[bookmark: _Toc139645098]Analysis of organisational culture and critical appraisal of the culture of Severn Trent Plc 
The Cultural Web Framework provides a comprehensive analysis of the various elements that shape organizational culture. 
1. Stories: The conventions, beliefs, and shared history of Severn Trent Plc is being reflected in its stories (Mohudi, 2022). These stories showcase examples of workers going above and beyond to protect the environment or assure water quality. An ethical culture is being promoted by telling encouraging stories that highlight ethical behaviour.
2. Rituals and Routines: The Severn Trent Plc routines, such as regular safety briefings, team huddles, and performance assessments, directly affect the culture (Seven Trent Water, 2019). The ethical culture within the organisation can be strengthened if these practises place a high priority on ethical behaviour, transparency, and accountability.
3. Symbols: Symbols stand in for the visible and tangible components that convey the culture and values of an organisation. The corporate logo, mission statement, or tangible items emphasising sustainability and environmental responsibility are examples of symbols in the context of Severn Trent Plc (Lam et al., 2021). The use of these symbols helps employees act ethically.
4. Organizational Structure: The culture of Severn Trent Plc is being impacted by the organisational structure (Pambreni et al., 2019). A decentralised structure that empowers workers and promotes decision-making at all levels help to promote an environment where accountability and moral conduct are valued (Lam et al., 2021). On the other hand, an intense hierarchical structure makes it difficult to create moral decisions and hold people accountable.
5. Control Systems: The culture is shaped through control systems like ethical standards and performance management procedures. These mechanisms tend to reinforce Severn Trent Plc's ethical culture if they place a strong emphasis on moral behaviour, accountability, and openness (Canning et al., 2020).
6. Power Structures: The organization's power structures have an impact on the culture. Power tends to encourage a culture of justice and integrity if it is allocated fairly, with decision-making authority based on knowledge and moral principles. The ethical culture, however, might be damaged if power is centralised and misused.
7. Paradigm: The paradigm is a representation of the fundamental presumptions, convictions, and principles that shape the culture of the organisation (Canning et al., 2020). A worldview that prioritises sustainability, environmental stewardship, and moral behaviour help Severn Trent Plc foster an ethical culture.
Critical Appraisal
According to the Cultural Web Framework research, Severn Trent Plc's culture seems to place a high priority on principles like sustainability, environmental stewardship, and moral behaviour (Canning et al., 2020). An ethical culture can be identified by the existence of inspiring stories, symbols that stand for these principles, and practises that emphasise responsibility and openness.
It is possible to gain insight into any gaps or difficulties in the culture by evaluating the efficiency of control mechanisms, the degree of power distribution, and the influence of organisational structure on moral decision-making (Astrachan et al., 2020).
To gain a deeper knowledge of Severn Trent Plc's ethical culture, it can also be helpful to solicit feedback from stakeholders and workers, evaluate how well actions match with stated values, and keep track of how ethical challenges are handled (Meng and Berger, 2019).
[bookmark: _Toc139645099]Ethical Dilemma 
The idea of truth is one ethical dilemma that might affect the corporate culture of Severn Trent Plc. In circumstances where there may be competing interests or possible harm, ethical questions about truthfulness and openness can come up when providing information to stakeholders (Trevino and Nelson, 2021).
Disclosure of occurrences or problems that might have an impact on water quality or the environment could provide Severn Trent Plc with an ethical conundrum (Seven Trent Water, 2019). For instance, if there is an environmental breach or event involving water contamination, the corporation must decide how much information to release, how transparent to be, and when to alert stakeholders of the reality.
On the one hand, there can be pressure to downplay risks, minimise effects, or put off disclosure in order to preserve the company's financial or reputational interests (Astrachan et al., 2020). On the other hand, it is morally required to place a higher priority on the truth and the welfare of all parties involved, including consumers who depend on reliable water supplies and the local populations impacted by environmental effect.
The ethical challenge of truthfulness has a significant impact on the organizational culture of Severn Trent Plc. 
1. Culture of Integrity: A culture of integrity is encouraged throughout the organisation by upholding truth as an ethical ideal. Employees are anticipated to act honestly and openly in all of their discussions, decisions, and actions when truthfulness is stressed (Trevino and Nelson, 2021). As a result, an atmosphere of trust, responsibility, and moral behaviour is fostered.
2. Transparency and Open Communication: Addressing the issue of truthfulness promotes open communication and a culture of transparency at Severn Trent Plc. Employees are urged to freely engage with stakeholders, report occurrences or concerns, and exchange information (Weiss, 2021). As a result, information is shared honestly and correctly, helping to foster a culture of trust.
3. Accountability and Responsibility: A culture of accountability and responsibility is fostered when truthfulness is prioritised. Employees are urged to accept responsibility for their actions, own up to their errors, and report any problems that could have an adverse effect on the environment or the quality of the water (Weiss, 2021). This fosters an environment in which people take responsibility for their actions and are eager to make amends for any mistakes.
Severn Trent Plc ought to create unambiguous ethical principles and communication procedures to help it deal with this moral conundrum and promote a culture of honesty (Trevino and Nelson, 2021). The organisation must stress the value of honesty, motivate staff to report incidents quickly, and offer protection. Access to accurate and timely information on water quality, incidents, and the company's attempts to address them should be made possible by open and transparent communication channels available to stakeholders (Hendri, 2019).
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Beer's Model, also known as the "Three Barriers" model, identifies three key barriers that can hinder the effective functioning of an organization's culture. 
1. Information Barrier: The term "information barrier" indicates a lack of common knowledge and understanding throughout the organisation (Seven Trent Water, 2019). This barrier might exist in the case of Severn Trent Plc if there is a lack of transparent and regular communication regarding the company's values, objectives, and expectations. Employee misinterpretations of the organization's culture may result, causing misalignment and inconsistent behaviour. Severn Trent Plc might put an emphasis on open and efficient channels of communication to get around this obstacle (Weiss, 2021). Another way to overcome the information barrier is by offering extensive training and development programmes that encourage a common knowledge of the organisational culture.
2. Behavior Barrier: The difference between organizationally declared values and actual behaviours is referred to as a behaviour barrier. The proper operation of the culture can be hampered in the case of Severn Trent Plc if there is a discrepancy between the company's declared principles (such as sustainability and ethical conduct) and the actions of employees or leaders (Ferrell and Fraedrich, 2021). Severn Trent Plc might concentrate on encouraging consistent and coordinated behaviours at all organisational levels to overcome this obstacle. This includes making sure that leaders provide a good example for people to follow and hold themselves and others accountable (Ferrell and Fraedrich, 2021). The desired behaviours can be reinforced and the behaviour barrier may be removed by praising and rewarding employees who uphold the company's values.
3. Attitude Barrier: The reluctance or lack of employee buy-in to the organisational culture is referred to as the attitude barrier. In the instance of Severn Trent Plc, this barrier may become evident if staff members believe that the organisational culture is unimportant or if they are not actively involved in establishing the culture (Ferrell and Fraedrich, 2021). Employee participation in the creation and advancement of organisational culture can help Severn Trent Plc get through this obstacle. Engagement programmes like employee surveys, focus groups, or cross-functional teams that let workers contribute their ideas and take part in decision-making can be used to accomplish this (Ferrell and Fraedrich, 2021). The company can promote a sense of ownership and cultural congruence by involving the workforce and listening to their concerns.
[bookmark: _Toc139645102]Recommendations 
Below are the strategies to enhance the workplace culture of Severn Trent Plc using Lewin's Three-Step Model:
Unfreezing:
Conduct a Cultural Assessment: To carry out a complete cultural evaluation at Severn Trent Plc, either hire an outside consultant or employ a specialised team within the organisation (Nielsen, 2022). In order to obtain detailed input on cultural strengths and opportunities for development, this assessment should incorporate surveys, focus groups, and interviews.
Leadership Communication: To raise awareness of the need for a cultural shift, develop a thorough communication strategy under the direction of senior management (Nielsen, 2022). The benefits to the organisation and the workforce should be highlighted as the leaders clearly explain the motivations behind the move. To communicate information and uphold transparency, have regular town hall meetings, emails, and intranet updates.
Impact on Organizational Efficiency: Awareness and comprehension of the intended culture will grow as a result of doing a cultural assessment and good leadership communication. Clarity encourages alignment and consistency in employee behaviour, which improves collaboration, simplifies procedures, and boosts organisational effectiveness.
Changing:
Employee Empowerment Programs: Create initiatives that enable staff members to influence cultural change. To identify and implement cultural initiatives, for instance, establish cross-functional task teams or employee-led committees. Employee ownership and dedication are fostered by this participation (Cooke et all., 2020).
Skill Development Workshops: Create development and training programmes that are suited to the desired cultural behaviours. For instance, present workshops on ethical decision-making, effective speaking, and teamwork (Hall and Weghmann, 2019). The abilities needed to accept and apply cultural changes are provided by these programmes to personnel.
Impact on Organizational Efficiency: Employees who are empowered and given opportunities for skill development can take ownership of their responsibilities and contribute to the success of the company (Cooke et all., 2020). Employees that are skilled, productive, and innovative have a favourable effect on the effectiveness of the entire organisation.
Refreezing:
Recognition and Rewards: Implement a programme of recognition and awards that honours and recognises staff members who exhibit the desirable cultural behaviours (Hall and Weghmann, 2019). Money-based incentives, widespread acclaim, and chances for professional growth are a few examples of this. Highlight examples of the new culture's success stories and role models on a regular basis.
Culture Integration in HR Processes: Put the desired culture at the centre of HR procedures and practises (Soomro and Shah, 2019). For instance, update onboarding programmes to reinforce desired cultural values and change performance evaluations to include cultural competency requirements. Other examples include incorporating cultural alignment into recruitment and selection procedures.
Impact on Organizational Efficiency: Employee morale, motivation, and dedication are raised through recognition and rewards, which enhances output, raises job satisfaction, and boosts organisational effectiveness (Soomro and Shah, 2019). Integrating the intended culture into HR procedures encourages consistency, lessens disputes, increases employee engagement, and ultimately boosts organisational effectiveness.
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In conclusion, developing Severn Trent Plc's workplace culture is essential for encouraging moral behaviour, raising organisational effectiveness, and building stakeholder trust. Severn Trent Plc can develop a culture of openness, cooperation, and accountability by putting into practise tactics including performing cultural assessments, offering employee empowerment initiatives, and incorporating culture into HR procedures. As a result, processes will be simplified, productivity will rise, and employee engagement will improve. The ideal cultural values will be further reinforced by praising and rewarding desired behaviours as well as by effective leadership communication. The long-term success and sustainability of Severn Trent Plc will ultimately depend on a positive workplace culture that is in line with organisational goals.
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