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1. Introduction

Aviva PLC, a UK-based company, adeptly manages its structure, culture, and
individual drive to accomplish its objectives. The company's structure outlines
responsibilities and facilitates decision-making, which greatly contributes to its
success. Aviva's culture encourages collaboration, fosters innovation, and cultivates
a sense of unity among employees, which propels growth. The motivation of each
individual plays a role in propelling the workforce towards their goals. This report
examines how these factors impact Aviva's performance by drawing on concepts and
theories to provide insights into the company's accomplishments in today's modern

workplace.

2. Relationship between Organizational Structure, Culture, and

Performance

Extensive research has delved into the connection between the structure of
organizations, their culture, and how they perform. The organizational structure
encompasses roles, relationships, and hierarchies that guide how tasks are divided
and coordinated (Buchanan & Huczynski 2019, p. 123). It plays a role in shaping
communication, decision-making processes, and resource allocation. Walsh et al.
(2019, p. 45) state that the structure of a company can impact its performance
positively or negatively. A designed and flexible structure promotes communication
and collaboration among team members leading to increased efficiency and
productivity (Walsh et al., 2019, p. 45). Moreover, a rigid hierarchical setup can hinder
communication channels, and impede innovation ultimately affecting performance

negatively.

The significance of culture cannot be overstated when it comes to achieving outcomes
in performance. A culture that promotes teamwork, trustworthiness, and a sense of

purpose can greatly enhance the levels of team members and their commitment, to



achieving goals (Gonzalez-Rodriguez et al., 2019, p. 400). On the other hand, a toxic
culture characterized by mistrust and conflicts can hinder motivation levels and overall
organizational performance. It is important to note that there is a connection between
structure and culture (Schmiedel et al., 2018, p.945). The structure has the potential
to shape or influence the prevailing culture. For instance, decentralized structures tend
to encourage employee autonomy and foster innovation within the organization while
centralized structures prioritize adherence to rules as drivers of success. Additionally,
a company's operations can be influenced by its culture, for example, when there is
an emphasis on collaboration and inclusivity it often leads to structures where
employees feel empowered (Al-Swidi, Gelaidan and Saleh, 2021, p. 128112).
Recognizing this relationship and aligning an organization's structure with its culture

is crucial, for maximizing performance.

2.1. Analysis of Aviva PLC's Organizational Structure

Aviva PLC, a well-known insurance and financial services company headquartered in
the United Kingdom, operates within a highly competitive industry (Aviva, n.d.). Due
to its extensive range of services and global presence, Aviva PLC has adopted a
diverse organizational structure. The company follows a hierarchical approach,
enabling clear delineation of roles and responsibilities for effective coordination and
communication across various management levels (Aviva, n.d.). Within this structure,
different departments and business units operate with a certain level of autonomy
while collectively working towards common goals. To maintain consistency and ensure
alignment with objectives, Aviva PLC employs a centralized decision-making process
(Aviva, n.d.). This centralized approach allows the company to swiftly respond to
challenges and capitalize on market opportunities, making it well-suited for the fast-
paced industry. By striking a balance between centralized control and decentralized
decision-making processes, Aviva PLC remains adaptable to market changes.
Considering its vast reach, Aviva PLC utilizes a matrix organizational structure that
combines divisions with geographical units (Aviva, n.d.). This matrix structure
facilitates resource optimization, knowledge sharing, and collaboration across different

regions, while still maintaining a unified strategy tailored to specific markets.



2.2. Examination of How the Organizational Structure Influences

Performance

The organizational structure of Aviva PLC plays a crucial role in shaping its
performance in the highly competitive industry. As a global player, Aviva PLC has a
complex organizational structure that establishes lines of authority and communication
to facilitate the smooth flow of strategic objectives across teams (George, Walker, &
Monster, 2019, p. 814). This alignment of efforts and efficient allocation of resources
significantly contribute to Aviva PLC's success in the industry. One evident influence
of the organizational structure on performance is the adoption of a centralized
decision-making process, which allows the company to respond swiftly to market
changes and capitalize on emerging opportunities, giving them a competitive edge
(George et al., 2019, p. 814). This approach enhances overall performance by
enabling effective coordination and quick decision-making.

Regarding corporate social responsibility (CSR) initiatives, the organizational
structure also plays a vital role. Aviva PLC empowers its local divisions to engage in
community-based CSR activities and has been successful over the years due to the
company’s well-established structure (Singh & Misra, 2021, p. 100139). Moreover, the
centralized framework ensures that CSR strategies align with Aviva PLC's vision and
values, ultimately strengthening the company's reputation as an organization

committed to responsibility and positively impacting its overall performance.

2.3. Discussion of Relevant Theories and Frameworks

When exploring the connection between structure and performance, it is important to
consider theories and frameworks. In the case of Aviva PLC, an insurance and
financial services company, the Contingency Theory can be applied. This theory
suggests that there is no one-size-fits-all structure that works universally. Instead, the
effective structure depends on situational factors (George, Walker, & Monster, 2019,
p. 814). For Aviva PLC specifically, this means they need to have a structure that

aligns with their goals and adapts to the ever-changing external environment. As Aviva



PLC continues its expansion both in terms of products and global operations, it must

have a structure that can accommodate these changes.

Another aspect worth mentioning is Aviva PLC’s commitment to corporate social
responsibility (CSR) which aligns well with the Institutional Theory. The company
actively engages in CSR initiatives such as investment practices and community
engagement programs. These efforts not only enhance Aviva PLC’s reputation as a
conscious enterprise but also contribute to improved organizational performance by
fostering positive relationships with various stakeholders (Aviva, n.d.). After examining
Aviva PLC as a case study it is clear that the Contingency Theory and Institutional
Theory offer perspectives on its structure and how it impacts performance. To enhance
its competitiveness, Aviva PLC should adopt a structure that effectively manages

resources aligns, with industry standards, and embraces responsibility.

24. Impact of Organisational Culture on Performance

Organizational culture plays a crucial role in Aviva’s operations and growth.

Organizational culture refers to the shared values, attitudes, and behaviors within the
company.

It plays an important role in achieving the organization's goals (Meng & Berger 2019,
p. 64). A positive and supportive culture promotes employee engagement, satisfaction
and commitment ultimately leading to improved performance. While specific details
concerning the company’s culture are not disclosed, it is evident that collaboration,
innovation, and a customer-centric approach are highly utilized thus being able to

excel in the market.

The performance of Aviva PLC is significantly influenced by its organizational culture,
which fosters teamwork, trust, and adaptability. Research conducted by Meng and
Berger (2019) highlights the connection between employee engagement, trust, job
satisfaction, and overall performance (Meng & Berger, 2019, p. 67). High levels of
engagement lead to increased commitment and productivity, while trust empowers

employees to contribute positively to the organization (Al Swidi et al., 2021, p.
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128112). Aviva PLC's strong emphasis on a sustainability-driven culture not only
enhances its reputation but also contributes to positive environmental outcomes. The
organization demonstrates its commitment to this culture through CSR initiatives that
have a beneficial impact on both society and the environment. By aligning actions with
core values, Aviva reinforces its image as a socially responsible organization,

ultimately enhancing its overall performance.

3. Employee Motivation at Aviva PLC (Goal-setting Theory)

At Aviva PLC, employee motivation is a critical factor in achieving organizational goals
and overall success. The company employs various techniques to cultivate a
motivated and dedicated workforce, which positively impacts performance. Aviva
places a strong emphasis on extrinsic motivation by providing employees with
competitive compensation packages, bonuses, and recognition for their efforts (Meng
& Berger, 2019, p. 66). Furthermore, Aviva values career growth opportunities as a
means to motivate its employees. The company also recognizes the significance of
work-life balance as an additional source of motivation (Meng & Berger, 2019, p. 66).
To empower its workforce, Aviva effectively utilizes the goal-setting theory by setting
challenging yet achievable objectives that align with the company's vision (Meng &
Berger, 2019, p. 69). These approaches and strategies aimed at fostering motivation
have contributed to Aviva PLC's consistent growth and remarkable achievements over

time.

Aviva's leadership style can be characterized as transformational as it inspires trust
among employees through visionary guidance and purposeful direction. Leaders at
Aviva encourage communication channels and foster collaboration among team
members to promote thinking within the organization. The Job Characteristics Model
(JCM) is utilized effectively at Aviva to enhance employee motivation through designed
job roles that offer enrichment opportunities for skill development alongside autonomy
in decision-making processes; regular feedback mechanisms also contribute to
creating a sense of accomplishment and personal growth among employees (Meng &
Berger 2019, p.69). As an example of this culture in action within the company itself,

Aviva’'s "Employee of the Quarter" recognition program stands out prominently



(Aviva,n.d.). This program serves as a case where exceptional contributions, by
individuals are acknowledged publicly, resulting in a culture of recognition that

significantly motivates all workforce members.

4. Essential Nature of Managerial Work and Leadership

Within the context of Aviva PLC, effective management, and leadership play a role in
accomplishing objectives. In Aviva, managers undertake tasks such, as planning
organizing, leading, and controlling to ensure operations (Buchanan & Huczynski
2019, p. 45). Leadership holds importance in driving change and motivating
employees at Aviva with a focus on leadership (Meng & Berger, 2019). Leaders create
a vision and foster trust among employees. Encourage innovation while effectively
adapting to market conditions. Multiple factors influence the effectiveness of
management and leadership at Aviva PLC. For instance, research conducted by
Weiskopf et al. (2020) emphasizes the impact of climate change on natural resource
management which could potentially influence decision-making at Aviva. Additionally
given Aviva's presence it becomes imperative to navigate diversity and

communication styles.

Different theories and frameworks provide insights into the work and leadership
practices at Aviva. The Contingency Theory suggests tailoring approaches based on
situations (Buchanan & Huczynski 2019, p. 45). This allows leaders at Aviva to adjust
their strategies accordingly to address challenges that may arise. The Situational
Leadership Model highlights the importance of adapting leadership styles according
to employees' developmental levels (Northouse, 2019, p.88) enabling Aviva to
optimize team contributions. A relevant example from Aviva PLC is their response, to
the COVID-19 pandemic which required action and adaptability.

Aviva's effective implementation of work and support, for employees demonstrates
leadership and a genuine concern for their workforce (Aviva, n.d). The managerial
work and leadership at Aviva are vital for achieving success. By adapting to factors
and applying theories Aviva fosters a motivated workforce and accomplishes

organizational goals.



Aviva's approach, to managing behavior aligns with the Expectancy Theory where
employees are motivated when they believe their efforts will lead to desired outcomes
and rewards (Buchanan & Huczynski 2019, p. 267). The company reinforces this belief
through reward and recognition programs. Moreover, Aviva's approach also relates to
the Social Learning Theory (Buchanan & Huczynski 2019, p. 294). Employees acquire
knowledge and skills by interacting with their colleagues and superiors which has an
impact, on their actions. Aviva promotes a work environment that encourages
collaboration thereby improving employees' abilities and understanding. An illustration
of this is the company's emphasis on employee development, which includes a range
of training initiatives and workshops (Aviva, n.d.). This approach empowers employees

to excel in their roles and aligns, with the principles of management.

5. Conclusion

Aviva PLC's analysis emphasizes the importance of its structure, supportive culture,
and effective strategies, in achieving success. To enhance performance and motivate
employees further Aviva should prioritize improving communication empowering
employees in decision-making processes strengthening employee development
initiatives and aligning social responsibility (CSR) efforts with its overall vision. By
embracing these recommendations Aviva can maintain its agility and competitiveness
in the workplace while fostering an engaged and productive workforce that sustains
its accomplishments. Aviva's dedication to these actions will solidify its position as a

leader, in the insurance and financial services industry.
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