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Executive Summary
This assignment aimed to evaluate the impact of organisational culture, structure and different organisational factors on the overall operation of the company. The main focus of this analysis is on the Unilever company. The report focused on analysing the impact of organisational culture and structure on its performance, with reference to Unilever. The report also discussed the impact of organisational factors on employee behaviour. The report's findings highlighted that Unilever has a product-based divisional structure for the company and a quality-driven organisation culture. The firm has adopted the adhocracy cultural theory along with transaction leadership theory in its organisation. The use of a cultural alignment frame work also highlights that with the need of the time the company have changed its organisation’s cultural on the global level. Also, the use of Herzberg’s two-factor motivation model has been adopted to influence the employees' behaviour. All of these efforts are helping the firm develop effective organisational performance. 
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[bookmark: _Toc119596867]Introduction 
The changes in the workplace in the contemporary business environment surely differ greatly from the traditional one. However, the three factors, such as organisational culture, structure and individual motivation, still stand to be the key elements for a successful business environment (Paais and Pattiruhu, 2020, p. 587). All of these factors are very crucial in the overall growth and development of the company as well as for the workplace. In this assignment, analyses of these three concepts and how they are adopted and carried out in the modern workplace will be carried out. The company chosen for this report is Unilever. 
Unilever plc is one of the leading British Multinational consumer goods companies with headquarters in London, England. The company was founded in 1929 by William Lever and Jame Darcy Lever. The firm has more than 148,000 employees working for them all across the globe (Unilever, 2022). The company has over 400 brands operating under them in more than 190 countries (Unilever, 2022). Every day more than 3.4 billion consumers have been using their products which have helped the company generate around 52 billion euros in turnovers in 2021. 



[bookmark: _Toc119596868]Effects of organisational culture and structure on organisation performance. 
Culture reflects a firm's character, and it significantly impacts both worker performance and better achievement. It conveys basic beliefs, attitudes, and ideas and serves as the unifying factor which ties an organisation intact. Organisational culture has been described as the "regulatory bond" that binds the aggregate together (Carvalho et al., 2019, p.6). Culture, as per Hofstede, is "the communal training of the brain that separates individuals of one social grouping from those of another" (Carvalho et al., 2019, p.6). On the other hand, the organisation structure is concerned with the system outline of the company that outlines how certain activities in a company are carried out or directed in what order. 
Organisational structure and culture are among the ideas with the greatest forecasting and descriptive ability in investigating the meaning and patterns of people's behaviour in the workplace. The effects of organisational structure and culture on other leadership aspects are often studied separately (Janićijević, 2013, p.37). The importance of organisational culture originates from the reality that this provides a point of context for the views, judgments, and behaviours of the organisation’s employees by enforcing a set of beliefs and ideals. In this manner, it affects all of a firm's operations and performance (Jose, 2021. p. 37). Organisational culture impacts the dominant management style, organisational learning and expertise of managerial staff, strategic orientation, as well as communicative styles of shifting planning, worker reward structure, dedication, as well as other elements of interconnection among employees and organisation through managerial' and workers' mental maps (Altay et al., 2018, p. 5).  
The culture alignment framework is one of the tools that can be used for understanding the impact of organizational culture on the company. This frame determines the attitude of the organisation towards the people and the attitude of the company towards the change (Spencer Stuart, 2022). Application of this framework to Unilever company will give a much more critical understanding towards the firm and its culture. The approach of the company towards its employees and the consumer is very evident. The firm has a good workplace culture along with an effective consumer support process (Unilever, 2022). Whereas, on the other hand the attitude of the company towards change is also very much open. In the last few years, the company have seen major changes in their external working operation which have also forced the company to change its organizational culture as well (Business Think, 2022). With the international expansion, the adoption of truncation culture has been widely adopted by Unilever. To adhere to the growing market expansion and globalisation they used the transnational organisation culture which allowed the firm to optimise the growing tension between national and global integration (Business Think, 2022).  Apart from this, it can also be highlighted that the culture of Unilever is a culture of performance that emphasises the significance of employees’ output. In this culture, the major focus is on performance, quality and efficiency. This company's culture can be highlighted by the long history of the company, which highlights the company's growth in all these years (Unilever, 2022). The company, which was once just a small company, has now emerged to be one of the leading firms on the international level. The application of Adhocracy culture can be applied in here (Yang et al., 2022, p.19). The company have adopted an adhocracy culture, which means that the company's main focus is on bringing in more innovation and quality performance along with ensuring the psychological safety of the employees in the company (Georgy, 2017). This culture of Unilever has surely helped to drive excellent performance, which has impacted the company's overall work.
Organisational structure frameworks, as a specific sequence of architectural characteristics, guide and influence how individuals of an organisation conduct their responsibilities to achieve corporate objectives. Diverse corporate systems need members who must make judgments, take measures, and engage with one another in various ways. As a result, it could be concluded that the structural, organisational paradigm may affect organisational culture on company performance (Berberoglu, 2018, p. 4). These impacts of organisational culture and structure can also be highlighted in the Unilever company’s performance. Unilever functions within a divisional organisation structure. Divisional structures are commonly employed in major corporations that function throughout a vast geographical region, including Unilever. Unilever divisional organizational structure enable the company to divide their products according to various geographic region (Omoragbon, 2021). This has allowed the company to establish its market successfully across various geographic regions, which helped to improve their performance. The company through its product-type division organisational structure. This highlights that the company's overall structure is divided per product (Jose, 2021. p. 37). For example, the company has a different division of work for their personal care products and another for their home care product. This helps the firm to ensure all the products and qualities have been developed effectively. Also, the work for every brand in the company is well divided among different teams that ensure the necessary achievement of set goals and thus, improves performance (Young, 2018). Hence, in these ways, the organisation’s culture and structure of Unilever impact the company's overall performance. 
[bookmark: _Toc119596869]Impact of different organisation factors on employee behaviour
The organisation has a huge impact on the overall growth and development of not only the firm but also the employees who work with them. The different factors in an organisation greatly impact the employees and their behaviour. Employees' behaviour can be connected with the ability of the employees to work in the organisation and also towards bringing out the right number of changes in the firm and its overall working (Obiora-Okafo and Benedict, 2022). Different factors such as the leading workplace environment, organisation culture, employee engagement and many more have a major impact on the employee behaviour of the firm (Obiora-Okafo and Benedict, 2022). The same can be evaluated in the Unilever company. The different factors in the Unilever firm also greatly impact the employee's behaviour. Some of the major factors that affect the overall behaviour of the employees are as follows. 
Leadership: Both individual and collective progress and improvement are connected to the existence of a leader. Every leader employs a distinct leadership style, that has a tremendous impact on staff productivity. As a result, worker productivity will affect their performance. According to experts, transformational leadership is one of the best approaches to leadership because it combines ideas, persuasion, inspiring motivation, mental challenge, and individualised attention (Guhr et al., 2019, p. 2). These transformative leadership elements promote great results and significantly affect staff happiness (Alrowwad and Abualoush, 2020). The leaders at Unilever also have a huge impact on the overall work and development of the company. The leaders in this company work towards ensuring the necessary growth and development of the employees by providing them with the right guidance and embedding necessary purpose at all levels (Unilever, 2022). Also, to provide a healthy workplace to employees, leaders at Unilever put ‘empathy’ and ‘compassion’ as the most important aspects for their people. This allows them to stay more connected with their people. Hence the adoption of this leadership style in Unilever is helping the firm to guide the employees on the right path. Employees at Unilever are well aware of the company’s goals and are also directed rightly towards the process of achieving them. This overall is providing a clear path for the employees to work on along with necessary support. 
Workplace Reward: Rewards can be monetary and non-financial and could be used to improve worker productivity. External factors and intrinsic rewards are both possible. Intrinsic rewards are obtained from employment directly, in addition to what the person likes as a consequence of completing an assignment or task (Martono et al., 2018, p. 538). Salary, workplace conditions, benefits packages, safety, and a support contract, on the contrary, are unconnected to the job's objective (Obiora-Okafo and Benedict, 2022). A rewards system can enhance employee satisfaction by boosting employees' performance, expertise, and talents to achieve the company's goals. According to research, worker performance will decline if such managers fail to compensate people. Whereas an effective incentive program can serve as a motivational tool, an ineffectual compensation package can result in employee unhappiness in the form of poor achievement, internal strife, absences, high turnover, a lack of dedication and devotion, and tardiness (Zhang et al., 2019, p. 9). Hence to ensure employee motivation through a reward system, Unilever provides their employees with necessary benefits and assistance. In 2020, the company announced a reward system for 155,000 employees working for the firm from all across the globe (Employee Benefits, 2020). In this reward system, the company provided all their employees with necessary incentives along with insurance and employee assistance programs that have helped the firm to keep the employees motivated at all levels.
Unilever adopts the Herzberg two-factor motivation theory to motivate their employees. The Two Factor hypothesis proposes two major cognitive characteristics that effectively turned, which include "Satisfactions," also known as "Motivation factors," and "Satisfiers," also known as "Hygiene" elements (Alrawahi et al., 2020, p. 2).  These two types are inherently different and distinct from each other. The adoption of the same can also be evaluated by Unilever company (Alrawahi et al., 2020, p. 2). The firm has ensured that they are providing the company's employees with the necessary hygiene and good motivation using a different kind of reward system (Unilever, 2022). This has surely helped the firm keep its employees motivated at all levels and get a quality performance. This has eventually helped the company attract more effective and productive performance in its operation. 
Training and Development: Proper training and development need to be provided to the employees to ensure quality performance. Employees tend to work effectively when they are provided with good training. Conducting training and development programmes helps the employees to sharpen their skills which further brings in more confidence in the employees. Confident employees tend to show more creativity, productivity and quality in their overall performance. Unilever has also adopted this work practice in its overall operation. As per the analyses, the company have provided 3,500 employees across 14 countries with courses from the London School of Economics (Unilever, 2022). This has resulted in the employees of the company showing 49% better results in their performance. The online learning hub of the company is also available for the employees which has been used and visited by them over 4.2 million times in the year 2021. The company have also made efforts to invest 579 euros per employee for developing their skills (Unilever, 2022). This altogether is helping the companies to drive quality performance from their employees. 
[bookmark: _Toc119596870]Conclusion 
From the above analyses, it can be concluded that both organisations’ cultures and structures impact the company's overall performance. Unilever has adopted an adhocracy cultural theory along with a product division structure. As the company aims to extract quality performance, this leadership style is well suited for the company. Also, as the firm has a diverse range of brands and products, the structure helps to ensure each division is working towards the necessary goals. Further, it has been evaluated that the company has adopted a transactional leadership style along with Herzberg's two-factor motivation theory which has affected the behaviour of the employees. All of these practices of the company help achieve the company’s objectives. 
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