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INTRODUCTION  
In the current dynamic environment, a strategy that offers organizations an essential solution for sustaining competitive advantage and subsequently, the culture of high performance at the workplace, has turned out to be a vital necessity. A strategic organizational culture of performance is one that fosters teamwork, creativity and organizational performance as well as exercising high standards of ethical behaviour in business (Paais, and Pattiruhu, 2020). The purpose of this report is to discuss both the nature and importance of the high performance culture and to provide an example of how it can be effectively developed and nurtured by drawing upon the Unilever case.

Unilever is one of the world’s largest producers of consumer goods; it is appreciated for its adherence to sustainable and diverse policies inclusive of social responsible measures. The corporate goals of Unilever are to “make sustainable living commonplace,” and, to achieve that goal, the company encourages ethical behaviour within the company and within its supply chain, making the company a shining example of how CSR results in profit without sacrifice of virtue. This makes it an ideal organisation to look at in relation to building and maintaining a high performance culture (Tien, 2019).

Within the framework of the appointed report, primary focus shall be attributed to the evaluation of such aspects as the culture and context of Unilever; factors that affect the company’s culture; and ethical performance comparison between organisations including Unilever. This report aims to assess Unilever’s cultural practices with reference to Hofstede’s cultural dimensions, Schein’s level of culture, and McKinsey’s 7S model of assessing organisational culture. Finally, it will outline possible means of maintaining the high-performance culture and suggest additional changes that will improve the physical setting of Unilever. Therefore, it will be the goal of this report to reveal how the culture of an organisation and integrity correlate with the satisfaction of the workforce and the overall success of a business.
MAIN BODY 
Defining Organizational Culture
Organizational culture refers culturally identified patterns of perceiving, evaluating, and behaving that characterizes organizational members in their workplace activities. It is called the ‘spirit’ of an organisation; it determines workforce productivity and organisational performance (Azeem, et al., 2021). Different theories and framework exist as a means of defining and describing organisational culture and the formation as well as the effect of the culture that ensues.

This model is Hofstede’s Cultural Dimensions in which organization can evaluate things like power distance, individualism/collectivism, and uncertainty avoidance. These dimensions demonstrate how values and attitudes play a third variable role in influencing behaviour in the workplace, decision making, and interaction between workers. One of Unilever’s main activities is its operation all over the world that requires adjustments to the cultural context and Hofstede’s framework is valuable in explaining how the organization applies appropriate changes (Jan,   Alshare, and Lane, 2024).

The next perspective is Handy’s Four Types of Culture: Power, Role, Task, and Person. This model classifies organisations according to the prevailing culture exhibited by organisations. By integrating the culture analysis above, it can be said that Unilever’s organization culture corresponds to the Task Culture, as task-oriented teamwork and problem-solving effect performance. In this case, the organization’s focus on innovation and sustainability matters gives more of a task inter-organizational focus whose essence is the informal collaboration of people to address set objectives.
Schein’s Model of Organizational Culture divides culture into three levels: Lodged in the Object of Study: Artifacts, Espoused Values and Basic Underlying Assumptions. Objects are tangible symbols of culture including logos, slogans and even layout of the office. Promised values are those that are held on the organizational roster; these are values such as sustainability and diversity, as projected by Unilever. Ethical perception which is the bottom of basic underlying assumptions relates to beliefs concerning appropriate behaviours and effects of an action on society in the future. In Unilever, these assumptions are evident by the company’s policies of being responsible business people hence embracing sustainable development.

Another way in which Johnson and Scholes’ Cultural Web helps the analysis of Unilever’s culture is by looking at features such as rites, symbols, various forms of power, and systems of regulation. Cultural Web or the map below shows how these elements connect to form the social web of culture of the company. For instance, Unilever’s sustainability reports and strategies are the company’s means of conveying its values, while the corporate activity of annual sustainability check-ups is its symbols (O’Brien, et al., 2022).

Comprising of these frameworks provides a clear picture of Unilever’s corporate culture consisting of ethical, sustainability and performance culture. But, Unilever culture also lies in how the company’s internal distinctive drivers align with external social norms and expectations. With the aspect of ethical values and social responsibility at heart, Unilever has designed a corporate environment focused on achieving both organizational productivity, and constant delivery of positive social impact while offering corporate solutions to a changing world. For this reason, Unilever’s solid cultural underpinnings facilitate the company’s mission to bring sustainable living within people’s reach, making it possible to inspire other organizations toward similar goals.
Contextual Analysis of Unilever’s Culture
It is crucial to learn more about Unilever which organisational context depends on exploring factors that determine organisational culture. Unilever Company is a multinational consumer goods company with a diverse operation environment; therefore it has adopted both the organisation’s internal culture and the external environment. This section will analyse Unilever’s culture through two lenses: organizational context which is company’s mission and vision, and leadership context, where the author identifies specific political, economic, social, technical, legal and environmental factors that affect company’s cultural environment.

Organization’s mission, vision and leadership

The strategic objective of Unilever, ‘to achieve sustainable living, ‘ensures that the social wellbeing of the population and more so the planet is enhanced by its products, services and policies. In addition to managing Unilever business, this mission shapes organisational culture through the principle of sustainability and social responsibility in its key values. From its vision of being the global leader in sustainable business, the company enhances a culture that discourages prescribed to short term profit chasing but rather promote ethical conduct and accountability (Ciulla, and Ciulla, 2020).

It is important that leadership is responsible for the development of the right organizational culture for Unilever. Unilever organisational culture can be referred to as transformational leadership that focuses on transition, creativity, and delegation. Unilever leaders should set the best example in ethical practice, transparency and inclusiveness that other employees will emulate. This approach corresponds with the McKinsey 7S Framework that involves seven elements which are; strategy, structure, system, shared values, style, staff and skills in order to make sense of how aspects inside an organisation work together to foster a specific culture. In Unilever there was strong basis of shared values that focused on sustainability and social responsibility across the organization and all its undertakings. For instance, at the organization of Unilever it is structured to have both global and regional teams hence passing of its core values which aligns with the mission of the firm at all levels.
External Context: PESTLE Analysis
A PESTLE analysis is useful in unpacking the way in which external environmental forces shape Unilever’s culture and operation.

1. Political Factors: Unilever as a multinational organization is located in many countries and it faces different type of regulation and political systems. They are more often than not determined by Unilever’s political situation on trade policies, tariffs, and local government stipulations of ethical standards and social responsibility. For example, in countries like Sweden, Canada and other countries with lower tolerance to pollute the environment Unilever has ensured that its practices complied with these standards or went a notch higher in line with culture of the countries (Cheng, 2021).

2. Economic Factors: This is a list of other ways by analysing the operational environment that affects Unilever: Inflation rates, currency fluctuations and stability affects the economic conditions of Unilever. For example, during a period of recession, there are pulls that are exerted on the company to minimize costs. Nonetheless, through the corporate culture, Unilever sustains its dilemma as the wins on the economic front do not hinder it from staying focused on the sustainable angle. This resilience is reflected in Unilever’s shared values and this is supported by its pricing, sourcing and innovation strategies.

3. Social Factors: The promotion of diversity, as well as including social corporate responsibility in its strategies, also follows the society’s evolving trends. The customer and the employees demand that a company has a stance and supports causes such as gender equality, race diversity and community support. These social trends are embraced at Unilever since they guide the inclination of inclusion on ethical matters hence attracting talents besides ensuring consumer confidence.

4. Technological Factors: The technological developments impact on various issues concerning Unilever including production and promotion of its products. It uses advance technology for efficient working and sustainable production, for example, through the analysis of data for minimization of wastage and supply chain integrity. This is well supported by Unilever which have a culture of innovation and sustainability while adopting technology to work towards these objectives being in line with the embracing of new technologies.

5. Legal Factors: Companies such as Unilever face various legal compliance issues in several pieces of legislation from the counties it operates in; employment, product, and environmental laws are some of the legal compliance issues this company needs to meet. It means that the legal factors affect the company’s ethical values as well as enhance its dedication to responsibility (Hu, and Zeng, 2024). This makes a lot of sense to me, as implementing compliance simply means that Unilever reduces its legal risks and at the same time establishes a reputation as an ethical company.

6. Environmental Factors: Unilever’s USLP is based on the understanding of key environmental issue like climate change, resource scarcity, and waste, in their mission that says they want to help ‘Make sustainability commonplace.’ This paper has identified and analysed various environmental influences that are affecting Unilever and its culture and strategic analysis, where Unilever has currently embalmed itself on sustainable sourcing, elimination of plastics, and circular economy.
Organizational Analysis: Factors Influencing Culture
There is a need to determine the system’s nature in influencing the culture of Unilever through the consideration of the internal and external forces. For this analysis, this paper will apply the SWOT analysis and the McKinsey 7S framework in order to determine how structural, strategic, and cultural elements contribute to practice of high-performance culture for Unilever and sustainability.

SWOT Analysis

SWOT analysis depends on the strengths, weaknesses, opportunities for, and threats to an organisation’s culture and operations, in this case:

1. Strengths: In case of Unilever, the ethical principles and the sustainability goals act as a foundation for both brand and organizational culture. It also contributes to the strengthening of its image and increases employees’ motivation since they support the values of the organisation (Oluwatayo, 2022). These guidelines incorporate the company cultures of innovation and flexibility, leading change and improvement in volatile industries. This scale structure for diversity and inclusion at Unilever enhances the company’s suitability for employment due to the created progressive environment.

2. Weaknesses: Nevertheless, the enterprise founded its strong culture which has many difficulties in connection with its gigantic and rather intricate global organization chart. One of the challenges of centralising cultural consistency is that it may be hard to maintain this across numerous markets because regulatory and cultural environments may differ from one region to the other. It may sometimes lead some amount of disparity as to how different values such as sustainability and ethics are executed across the teams and geographical regions.

3. Opportunities: The culture of innovation protects at Unilever means that there is opportunity for more linkage of technology and sustainability. For instance, continuous innovation in digital transformation can improve the operations of the supply chain of the company easing on the wastes and the transparency level. For that, the company’s cultural focus on ethical decisions that create sustainable value means it is ready to grow in markets where consumers are increasingly concerned about the impacts of their purchasing choices on the environment and society.

4. Threats: Changes in economic conditions and constantly shifting regulatory climate pose a risk to Unilever’s cultural expectations. There may be cost pressures on the organisation during periods of financial pressures, thus possibly eradicating their commitment to higher ethical and environmental standards. Also conversely, increase in rivalry with other firms who pledged similar sustainable development strategies could eventually threaten Unilever’s cultural marketing appeal.

McKinsey 7S Framework

This particular change model known as the McKinsey 7S framework, shows how all Unilever’s internal structures complement one another in order to support the organisational culture. The organizational culture of this model is high performance work systems and focuses on seven areas: strategy, structure, systems, shared values, style, staff and skills.

1. Strategy: The Unilever management has identified sustainable growth as a core objective of the business since it seeks to achieve a balance between profitability and sustainability. Executives use this strategic focus on sustainability as a navigation tool for designing new products, managing the supply chain actively and engaging with communities, and encouraging more people to embrace sustainable solutions, vision and ethical behaviour that reflects on long-term gains (Hague, 2023).

2. Structure: Each region of the company is practically independent and has freedoms to implement variable solutions, but all these solutions should not contradict the basic principles of the company. This structure supports flexibility where the company is in a position to locate its global strategies in the local culture; this is crucial for maintaining the high-performance culture in disparate markets.

3. Systems: Unilever has strong procedures for management decisions, measuring, and reporting on sustainable development indicators. It equally ensure accountability apart from enhancing the cultural aspect of the company through sustainability reporting.

4. Shared Values: The fundamental pillars of the Unilever Company include respect of people, integrity and sustainability. These values are introduced into the company’s operation and become organizational norms helping employees understand the roles and goals of this establishment.

5. Style: In my case, the leadership that is practiced within Unilever is transformational, characteristics such as delegation of power, encouragement of creativity, and moral integrity. Managers set the required organizational culture, and workers understand and appreciate the importance of their role in Unilever’s success.

6. Staff: HRM also a priority at Unilever, this company supports diversity hence, it employs and nurtures talents from diversity. It contributes to the enrichment of organisational culture, since it invites people with many different approaches and ideas to work together for a common goal.

7. Skills: Unilever emphasizes the ability of developing the skills its people need to meet the company’s increasingly complex and challenging goals relating to sustainability and digital transformation. Promoting the development of these skills improves performance counter to what was expected in the case of the organization and supports Unilever’s policy of integrating sustainability into its operations.

Cultural Web Analysis


The research employs the Cultural Web model by Johnson and Scholes in order to systematically examine the cultural artefacts defining Unilever’s environment. This model comprises six interconnected elements: stories, myths, and legends of origin and existence, ceremonies and procedures, icons and emblem, hierarchical arrangement, authority distribution, and repression elements.

1. Stories: Unilever’s narratives are inclusive of sustainable and ethical leadership and this is supported with success stories regarding impacts within communities and within the environment (Raja, 2021).

2. Rituals and Routines: Several sustainability checks are conducted and innovation projects are implemented in cross functional teams as part of the organisation’s activity which introduces ethical considerations into the continuum of business processes.

3. Symbols: Logos of Unilever and green background of its product packaging reflect the company’s brand catering to sustainability.

4. Organizational and Power Structures: Unilever has a very de-centralized approach to leadership and operation with major decision making authority residing at the regional level but with the compliance of working towards sustainability goals.

5. Control Systems: In depth disclosures of sustainability and evaluations of performance guarantee that Unilever takes responsibility for its recognised values.
Comparative Ethical and Cultural Behaviour Analysis
Comparison with a Similar Organization


To gain a better appreciation for what Unilever’s ethical culture looks like, we could compare it to another company that does not share the same approach: Amazon. While the leading corporate image of Unilever is sustainability, CSR and ethical culture, on the other hand, Amazon, despite its success, has been associated with the concept of ‘only’ profit seeking organization that is operationally efficient with more focus on market competition and control.

Unilever has long term commitment to sustainable business and promote sustainable ethical culture within the organization to make sustainable living a part of people’s everyday life. This ethical stance is evident in all areas of the supply chain; in its environmental responsibility and social causes (Mboga, 2019). The extent of employee embrace at Unilever towards different forms of engagement is considerably hinged on this aspect of purpose and value congruence. On the other hand, high expectations of performance with Amazon have been cited as issues of working pressure and poor lifestyle among the workers. While Amazon has recently made some efforts to upscale the levels of sustainability and its employees’ welfare, these aspects are still portrayed as adjuncts to the core, unaltered objective focused on increasing operational efficiency and sustaining competitive advantage.

By comparing the company cultures of two global giants like P&G and Unilever respectively it draws a picture that while both the giants may lay emphasis on growth, innovation etc. Unilever believes in employee care, society, environment are equal to success targets. In contrast, Amazon cares for efficiency goals and customer satisfaction, issues that cannibalize the internal ethics. These differences show that cultural orientation and ethical standards at work affect the level of employees’ engagement, and show that for Unilever the organisational culture embraces the principles of purpose and social obligation as well as the financial performance.

Ethics and the overall concept of the corporate social responsibility (CSR)

One of the key features of ethical culture in Unilever is its focus on CSR as a key element of-company’s activity. Sustainability and social responsibility are pursued in the company and incorporated to such factors as sourcing of raw materials, minimization of plastic use and carbon emission. Unilever’s CSR program is called “Sustainable Living Plan,” beyond being a mere policy, it outlines tangible targets for sustainability in terms of environment and people, that include emission reduction and waste minimization, improving the lives of people dependent on it and many others (Chandra, and Jatmika, 2022). This approach does not only outlines Unilever as a responsible company but also ensures that stake holders who value corporate responsibility approve this.

Ethical theories prove that Unilever has great concern toward social responsibility when evaluating the firm’s CSR. Evaluative approach, which concentrates on the consequences of actions, is most consistent with the Unilever’s CSR plan. When Unilever considers the development of positive environmental and social impacts for a company, it simultaneously yield long-term effect in society and the company. This outcome-oriented approach corresponds to consequentialist ethics because, while assessing its outcome, Unilever took under consideration not only the profits but also the benefits for stakeholders.

However, non-another consequentialism, which makes assessment of the action based on ethical responsibilities disregards the consequences is also evident in Unilever. For instance, Unilever ensures high ethical standards regardless of the country’s legislation and rules on the subject. Through the integration of the above standards in its operations Unilever shows a noble gesture in the implementation of ethical principle not limited to the aspect of cashing in. Combining of both consequentialist and non-consequentialist methods enables Unilever to stay free of ethical conductor with responsible and integral procedures.

Ethical Workplace Behaviour from the Employee Perspective

The organisational culture is based on people priorities that are highly valued at Unilever including diversity, inclusion, as well as the welfare of its employees. Unilever has implemented sound policies for employment of people aimed at providing equal opportunities and ensuring work and employment conditions, diversity and work life balance. For its part, initiatives geared at skills training, mental & well-being more than prove Unilever employee-focused concern. For instance, the Unilever’s “Future of Work” strategy includes the idea of reskilling employees for the latter’s future jobs more effectively and proving that the company cares for its workers’ improvement and happiness (Jose, 2021).

These sources of ethical values enhance employee commitment engagement and satisfaction in organizational processes. This extends satisfaction and motivation among the Unilever employees to be conformed to their altruistic values that they hold. This is especially important to Unilever because people need to feel that they and their differences are valued; this leads to better performance and productivity. Not only does this make employees happier, but it also ultimately makes the company as a whole perform better due to the individuals wouldn’t feel like simply like a number in Unilever.

Moreover, the ethical practices such as establishing employment relations in Unilever affect employee behaviour through promoting harmony and respect for other employee’s ideas. There is incentivation to leadership to practice ethical standards across organizational hierarchy hence setting good ethical standard throughout the organization. Employees want to act responsibly and use ethics in addressing the tasks that they will be given since these are for the overall welfare of Unilever. This setting is quite different from promoting more profit-focused cultures that might influence employees’ behaviours to be even more mercenary, calculated in terms of the defined KPIs.
Barriers to Developing a High-Performance Culture
However, some factors can keep the organisation from consistently building and sustaining a high-performance culture related to sustainability and ethical behaviours:

1. Economic Pressures: Inability to meet the needs of economic sustainability since changes in world economy affects Unilever’s performance in meeting this goal, particularly during a recession. There can be business spleens that may put Unilever in a quandary where the company’s efficiency and optimum organizational performance may clash head on with the company’s ethical stance on matters regarding sustainability procurement and environmental conservation. The trade-off between profitability and sustainability is not always easy because sometimes key stakeholders aim at maximising quick financial revenues (Ipinazar, 2021). 

2. Global and Cultural Complexity: Unilever tackles clients across various geographical locations, meaning it experiences different cultural, regulatory, and societal barriers to ensuring it provides a homogenized high-performance company culture. For instance, areas that still differ on acceptable standards when it comes to environmental interactions or employees’ rights could pose a problem to Unilever’s rigid culture due to changes needed to lessen deviation from the set principles.

3. Talent Recruitment and Retention: The aim of retaining an appropriate talent that supports Unilever’s cultural direction is crucial or preserving its culture, however not an easy feat. There are many opportunities today especially for the professionals in the highly competitive area, wherein, there is strong demand for the staff who are dedicated to the high ethical and sustainable standards. Moreover, as talent demands more flexibility, meaningfulness and development, Unilever has to adjust the ways it gets the employees engaged.

4. Innovation vs. Sustainability Balance: However, it has been realized that innovation is an important aspect of the high-performance culture particularly at Unilever, but they can at time produce results that are unsustainable. Innovation rates could mean that processes must be resource-intensive to meet the new output levels or could introduce some risk that affects environmental objectives, and thus, lead to competing performance and ethical aspects.
Proposals for Developing a Facilitating Culture at Unilever 
1. Enhance Employee Engagement through Purpose-Driven Initiatives: Future ways involved the promotion of purposeful activities at the workplace where the company can increase the extent of personal values reflected at the organization. Using ideas like environmental volunteerisms or internal eco-contests that empower people to work on Unilever’s sustainability goals themselves makes them feel much more motivated about the company’s mission (Nikonowicz, 2024).

2. Invest in Continuous Learning and Development: Three: Unilever should improve it learning and development process in order to attract and maintain the best workforce: The company should offer sustainability and digital related knowledge. Developing skills and talent internally through the platform that will help create a system of mentorship prepares employees to be innovative within the legal bounds, ensuring growth to befit Unilever’s vision in the long run.

3. Strengthen Global Consistency through Regional Alignment: Since managing operations in different areas can be challenging, it would be useful for Unilever to create regional cultural advocates. These ambassadors would guarantee Unilever that deserved values were being upheld and applied –sustainability and inclusiveness values for example- while still aligning with the local cultures.

4. Prioritize Transparent Communication on Sustainability Goals: Promising more transparency over the commitment and advancement to sustainability will strengthen the ethical environment at Unilever. Continuous engagement and communication of the environmental goals, issues, and successes will help in fostering credibility and employee’s commitment to behave in positively towards Unilever’s high-performance culture.

5. Foster a Culture of Innovation Aligned with Sustainability: Unilever should foster sustainable innovation that now challenges the talents of its employees to apply sustainable practices that enhance performance while reducing the adverse effects on the environment. This can help Unilever always maintain the sustainability campaign as they work on innovations to maintain positive sustainable practices.
CONCLUSION 


Thus, it can be stated that Unilever’s formalized high-performance work organization is tightly connected to its focus on sustainability, ethical behaviour, and societal system. Particularly, with the help of the clearly stated mission and core values, it contributes to the improvement of the organizational culture, providing employees with great opportunities for identification of personal and organizational values. This report, using frameworks such as The McKinsey 7S model, Cultural Web and SWOT analysis, illustrates how Unilever promotes sustainable ethical culture based on leadership or structural model or influenced by the environment and how those factors best determine its long term business prospects.

The stability and consequent changes in the economic environment pose a threat as do variations and complexities of regional culture and talent management issues These challenges notwithstanding Unilever is agile and determined to recommit to its values in global markets. A few suggestions for culture strengthening are: increasing the number of purposeful programs, career & skill management, the continuance of regional homogeneity, the enhancement and support of sustainable innovations. Thus, the Unilever can begin using these concepts thus promoting its culture to fit the needs of its employees while enhancing organizational performance.

It is with this view that Unilever provides other organizations with a right model to understand how to establish a cultural direction in a today’s uncertain global environment and yet deliver sustainable high results relative to profitability and goodness.
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