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[bookmark: _Toc39880402]Introduction 
Organisational culture is the set of philosophies, believes, expectations, experiences and values that direct the individuals, employees and other factors of the organisation. Some components of organisational culture are communication process, interaction among the employees, norms, treatment of human resources, rules, traditions and personalities of leaders and managers. On the other hand organisational structure is the outlet of the organisation that indicates the reporting responsibilities, authoritative positions and coordination among the employees of the organisation (Ullah, 2017). These factors have a close connection with the performance of the organisation because almost all the functions of the organisation are getting influenced by its culture and structure. In this report, organisational culture and structure of Unilever Company will be analysed and their contribution to the organisational performance of Unilever will be critically evaluated with the application of theories and models. 
[bookmark: _Toc39880403]Organisational culture and structure 
Culture is defined as the set of values, believes and philosophies where organisational culture is defined as the shared believes, philosophies, interaction, histories and expectations of the organisation (Gu et al., 2017). Culture is determined and developed during a long period and it cannot be altered or changed over the night. There are 4 different types of culture followed by the organisation. These are clan culture, adhocracy culture, market culture and hierarchy culture. Based on the nature of the organisation, managers and leaders culture is developed within the Unilever that significantly influences organisational performance. 
Organisational structure is defined as the strategic way of managing, coordinating, allocating as well as controlling the organisational functions to achieve a shared goal of the organisation (Cornelis et al., 2019). According to the traditional theory of organisational structure, it can be classified into 4 types and these are functional culture, divisional culture, mixed culture and flat organisational culture. Reporting position, efficiency, the performance of the individuals and power allocation among the employees are determined through the organisational structure of Unilever. 
[bookmark: _Toc39880404]The general principle of designing organisational culture and structure of Unilever
Unilever is one of the largest consumer goods companies in the world with having more than 400 brands. More than 155,000 employees are working in this giant organisation that is generating about £51.55 billion in revenue. Unilever is globally famous for its unique culture and effective organisational structure (Scheepers and Reddy, 2019). There are some principles followed by the leaders and managers of Unilever for designing organisational culture and structure. These are discussed here. 
Focus on critical behaviour: Unilever always focuses on critical behaviour at the time of setting its organisational culture. This indicates that they want to change everything that is not perfect. 
Follow the kaizen approach: Unilever follows the kaizen approach at the time of developing its organisational culture. According to this philosophy, it tries to improve its culture continuously. 
Establish linkage with the organisational objective: Another principle followed by Unilever to determine its culture and structure is to establish linkage with the organisational objectives of Unilever (Marcu, 2016). Developed culture and structure enables it to achieve the goal of the organisation. 
Keep talents on the top: At the time of determining the organisational structure of Unilever, it keeps the most talented leaders on the front line who can lead the organisation toward the effective performance of the organisation. 
[bookmark: _Toc39880405]A general overview of the organisational culture and structure of Unilever 
[bookmark: _Toc39880406]Organisational culture of Unilever 
From the four different traditional cultural theories, Unilever is following clan culture that promotes doing things together like a family and it focusing on monitoring and nursing. Unilever always believes that the most important factor behind their success is employees (Shanker et al., 2017). To manage the employees of Unilever effectively it always tries to provide the best working environment, organisational culture and effective organisational structure. Some major parts of the organisational culture of Unilever are discussed here. 
Organisational values of Unilever (Integrity, responsibility, respect and pioneering)
These four core values are the major part of the organisational culture of Unilever. It defines how they behave within the organisation. They believe that the success of the Unilever is positively accelerated by integrity. Focusing on the long term success in the global market is focused by the corporate culture of Unilever. Respect towards the employees of Unilever is another factor of the corporate culture of Unilever (Petrenko et al., 2016). It always treats the employees with respect and the employees feel like they are the part of the organisation rather than an employee. Unilever always keeps focuses on the long term success that is a part of higher aspiration of the corporate culture of Unilever. Also, the corporate culture of Unilever is the same in every part of the world and they strictly maintain this. Finally, innovation is highly practised within Unilever. It invests more than £1 billion per year in its R&D sector that is carried out by more than 6000 professional researchers. 
[bookmark: _Toc39880407]The organisational structure of Unilever 
The organisational structure of Unilever is determined by the top manager of the organisation. According to the traditional organisational structure theory, it is divided into 4 different types. An organisation determines its structure based on the nature and object of the organisation. Functional, operational, mixed and flat are the four different types of organisational structure. 
For a long period, Unilever is following a divisional organisation structure. Under the divisional organisational strategy, an organisation divides into different division and head or executive is assigned to these divisions for carrying out the activities of the organisation (Shin and Konrad, 2017). Unilever is mainly following three types of divisional strategy. These are product type divisions, corporate executives and geographic divisions. 
Product type division: Product type division is responsible for carrying out the functions related to the development, production, manufacturing and distribution of products and services. There are 4 different product-related divisions within Unilever. Personal care, food, refreshment and home care are these 4 different divisions of Unilever. 
Corporate executive teams: Corporate executive team of Unilever is created based on the business functions, for example, chief executive, human resources, finance, marketing and communication, research and development. 
Geographic divisions: Finally geography-related divisions are developed based on the geographic regions across the globe (Turner, 2020). Three main geographic related divisions of Unilever are Asia, Europe and America. 
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Figure 1: Geographic divisions of Unilever
Source: (Scheepers and Reddy, 2019)
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The success of an organisation largely depends on the proper management and in this regard organisational culture and structure influences the management related functions. Unilever is one of the largest and successful consumer goods companies in the world and their effective culture and feasible organisational structure and positively leading towards success (Budhiraja et al., 2019). In this part of this essay, the impact of organisational culture and structure on the performance of the Unilever are critically analysed.
Facilitating innovation and development: Organisational structure of Unilever is positively influencing the innovation and development of new products and services. It is investing more than £1 billion on research and development. With the product-based innovation, every department or division can develop new product and services that directly fit the customer's demand for Unilever. Sometimes an employee can come with a better idea because they are directly related and involved with the value delivery process (GU Et Al., 2017). The exactly know about the customer's demand and expectations from the organisation. In this case, employees of Unilever can directly share their innovative ideas and knowledge with the managers and leaders that can become a major opportunity for this organisation to innovate products and services. 
Effective communication: Effective communication is a must for an organisation like Unilever. There are more than 155,000 employees are working in this organisation and for this reason, maintaining an effective relationship with this large workforce is a big challenge as well as a significant function of Unilever. The communication process of the organisation is influenced by the structure and culture (Cornelis et al., 2019). Unilever is following both formal and informal communication. Employees get a proper opportunity to communicate with the managers and leaders because of the flexible culture of the organisation. They can also share their problems regarding the works that help to solve problems almost immediately. 
Creativity application by the employees: In most of the business organisations employees do not get enough opportunity to perform their tasks properly because they need to follow all the instructions provided by the leaders and manager. But Unilever always provides the opportunity to apply the creativity of the employees at the time of performing their tasks. Organisation culture of Unilever is highly supportive of creative performance. On top of that, the organisational structure of this organisation always supports the creative performance of the employees. An employee gets a reward from the organisation based on their performance because of their creative performance within the organisation and ultimately influences the creative application of the employees. 
Reducing turnover and increasing employee satisfaction: Success of the organisation is directly connected to employee satisfaction because it is proved that only the satisfied employees can make the customers delighted. In this case, Unilever ensures the satisfaction of the employees by providing respect, dignity and supportive organisational culture. These factors are helping to reduce the employee turnover rate of this organisation. For example, the average turnover rate of employees in 2019 was 44.3% where the turnover rate of Unilever was only 7.4% (Scheepers and Reddy, 2019). This is happening because of the effective corporate culture, fair treatment of the employees and proper organisational structure. 
Increasing efficiency and accountability: Proper organisational structure can increase the accountability of the employees that help to enhance the performance level of the employees. Unilever is following divisional organisational structure and there is a division head to which all the employees reports continuously. Even the divisional held needs to report to the top management of the organisation continuously. For this reason, observation and controlling process of becoming easy and effective that ultimately increases the efficiency of the employees for the long run. 
When we compare the performance of Unilever with its competitors it can be identified that is it performing better than them because of their attractive corporate culture and effective organisational structure. For example, employee turnover rate of its close competitors, Procter & Gamble, is 23.7% where the turnover rate of Unilever is only 7.4% because of the culture and suitable organisational structure of Unilever (Shanker et al., 2017). Procter & Gamble has only 65 individual brands where Unilever has more than 400 individual brands that indicate R&D of Unilever is being facilitated by its organisational culture and structure. 
[bookmark: _Toc39880409]Conclusion 
To become successful in this current competitive business environment for the long term, it is must to ensure all the departments and individuals are performing effectively. In this regard, the proper organisational culture structure of an organisation can lead to the effective functions of the organisation. In this essay, the organisational culture and structure of Unilever have been critically analysed and evaluated. Their significance and influence on the overall organisational performance on Unilever have been evaluated through this report. 
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