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Companies can stay efficient and focused if they have an organisational structure in place. 
In this study, a brief description of Cadbury history has been presented. The paper will commence by defining ‘structure’ in the broader social context. Then, will the discuss how important is to have an organisational structure, different type of organisational structure, and how an organisational structure can influence performance. The importance of organisational culture was another topic discussed. Leadership style impacts organisational culture, and as a result, leadership style impacts organisational performance. The focus was on three leadership styles: transactional, transformational, and democratic style also used in Cadbury organisation. 
 Finally, the paper identifies some factors that can influence individual behaviour at the workplace.

[bookmark: _Toc81228167]Introduction


Cadbury history started in 1824 when John Cadbury opened a grocery shop on 93 Bull Street, Birmingham city, selling cocoa, coffee, tea, and drinking chocolate, a healthier alternative to alcohol. In 1931, John extended his business after he purchased a factory located on Crooked Lane. The first Cadbury Easter Egg and the first milk chocolate bar was manufactured in 1897. By the 1900s, George and Richard Cadbury, the brothers of John Cadbury who inherited the business after his retirement in 1861, built their new factory after purchasing land and naming it Bournville, building more than 300 cottages and houses along with schools and shops for their workers nearby. Their bestselling product, Dairy Milk, was first produced in 1905, flowing the production of Bournville Cocoa (1906), Bournville Chocolate (1908), Milk Tray (1915) and Flake (1920). The first Cadbury television commercial aired in 1955, though not for Dairy Milk. Since then, Cadbury's television advertisements have consistently been among the most well-received in advertising history (Cadbury,2020).

Organisational behaviour refers to the study of people’s actions at work. Their work focuses on the objectives of an organisation, individuals and group activities directly impacting their performance. Along with the organisational structure, all having a part in the success of the organisation. Therefore, their behaviour is changed and strengthened to assure favourable results by giving the required facilities and possibilities for development and maintenance (Mishra, 2001). 

[bookmark: _Toc81228168]Organisational structure

Several authors have defined the concept of organisational structure. Mintzberg (1984) Considering all types of work division and subsequent coordination to achieve the suggested goals and achieving the set objectives. Strategor and Anastassopoulos (1997) suggested that all are design patterns for organising a corporation, considering all forms in which work split and the subsequent coordination of the same to meet the stated goals and achieve the set objectives.
The organisational structure is a valuable tool for directing individual behaviour based on shared values, conventions, and objectives. An organisational structure is a mechanism for connecting and coordinating people based on their roles, authority, and power. (O'Neill et al., 2001). Suitable organisational structures operate as moderators to improve leaders' impact on their subordinates' conduct, performance, and work (Neubert et al., 2016).

[bookmark: _Toc81228169]Types of Organizational Structures

Having a clear structure, it makes easier to track which part of the business does what. Types of organisational structure are most commune and used.
  

     Centralised structure

[bookmark: bbib3]Decisions flow from top-down, having a defined chain of command. A decision is distributed among different levels of the organisation. The term "centralisation" refers to the location within an organisation where decisions are made, who oversees making decisions, and who has the authority, power, and position. Maximum centralisation entails making choices at the optimum level (Andersen, 2002).
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Source:www.google.organisationalstructure
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The amount of work in Cadbury organisation has increased, forcing the replacement of people with more efficient equipment. Maintenance and market research are two examples of firm functions that might be outsourced. Employees are increasingly multi-skilled, allowing them to work in multiple areas of the company. Because of the restructuring, the company's output and profitability have grown. Cadbury's factories are all self-contained, and the corporation as a whole is decentralised, as each utilises the resources, such as milk, of the country in which it is located (Cadbury, 2012). 
[bookmark: _Toc81228171]       Span of control 
The span of control refers to the number of employees who report directly to a single supervisor, which can vary between hierarchical levels within the same company and at the similar degree of control. (McMullen and Nethersell, 2009). 


[bookmark: _Toc81228172]     Chain of Command 
A chain of command is an organisational structure with a continuous line of authority or order.  It is a structure that attempts to coordinate and govern all of the systems many actions. It starts at the top of the corporate ladder to the lowest, from the top to the subordinates (UWTSD Moodle). 
The chain of command is similar to an organisational chart, in that it shows the links between employees, their roles within the organisation, and how they interact. Because many employees work on the same level, the chain of command at Cadbury's is relatively short, allowing instructions and orders to flow more effortlessly. It moves more freely than a hierarchical structure since the hierarchical structure has more middle management jobs (Cadbury 2020).
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Petty et al. (1995) have demonstrated a relationship between organisational culture and performance, using trust and credibility, common gaol, organisational functioning, performance, and teamwork. Marcoulides and Heck (1993) also demonstrated how the culture within one organisational could affect organisational performance. 

[bookmark: _Toc81228174]   Narrow span of control 

Hendericks (2001) says that reducing the span of control from 1:18 to 1:6 was found to boost corporate productivity and profit when it comes to the influence of reducing the span of control. A small number of subordinates are being organised at each level of an organisation with a narrow span of influence, by a manager. According to Gittell (2001), a manager can maintain close supervision of staff by limiting control to five or six individuals.

[bookmark: _Toc81228175]    A wider span of control 
The relationship between the efficiency of an organisation and the size of the span of control is directly proportional (Robbins and Timothy, 2012).
[bookmark: _Toc81228176]    Decentralised organisation 
Employees are less likely to feel alienated from those who make decisions that affect their work lives in a decentralised company because problems can be solved faster. A larger number of employees can influence decisions and ideas considered in the company (Stephen and Judge, 2012). 


[bookmark: _Toc81228177]    Management behaviour 
The outcome of management and worker strategies and behaviour, as constrained by power distribution between them and impacted by their environment, is critical to the formation of organisational structure (Lim, Griffiths, and Sambrook, 2010). 
    
Hierarchical structure 
This structure usually consists of a single group of influential people at the top of the organisation, with lower-ranking people behind them (Butler Jr, 1986). 

[bookmark: _Toc81228178]Organisational Culture

Most organisational culture definitions share the same belief that impact employee behaviour. However, Schein (1992) indicated that the organisational culture is more difficult to define because it is so important to the success of an organisation. In addition, it is changeable and evolves through time. It may be learned, passed down or altered. The structural model of organisational culture has three domains: espoused values, basic underlying assumptions, and visible artefacts (Schein, 1992).
A collection of values, norms, and beliefs implemented in individuals in a society is referred to as culture. It is a source that guides an individual through everyday interactions and tasks (Schwartz 2006). According to Biswas (2015) is defined as "the collective programming of the mind". On the other hand, Kostova (1999) Cadbury has solid and long values that have been originated from the beliefs of Quakers. Their beliefs are what inspired the selling of cocoa as an alternative to alcoholic drinks. 

[bookmark: _Toc81228179]How Organisational Culture can influence organisational performance 

In the field of organisational studies, the relationship between organisational culture and performance has a long history. Many developments have failed due to distinct organisational cultures that have prevented them from working together under one roof (Browaeys and Price, 2008). Brown (1998) highlighted that one of the most important outcomes of a strong organisational culture is the success of the company.

Denison and Mishra (1995) agreed that each cultural feature has positive relationships with both subjective and objective measures of profitability, quality, sales ,growth, satisfaction, and overall effectiveness. Organisational culture has a significant impact on organisational performance. Management styles, staff motivation, and customer happiness can all be influenced by an organisation's culture (Alavi, Kayworth and Leidner, 2005).

Additionally, Campbell, Houston, and Stonehouse (1999) believe that culture can also influence the morale, motivation, quality of work, efficiency, innovation, creativity, and productivity of the personnel. 

Leadership style impacts organisational culture, and as a result, it impacts the organisational performance. Type of leadership styles: 
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[bookmark: _Toc81228180]    Leadership styles 
Each leadership style can also increase or decrease the effectiveness or performance of an organisation (Nahavandi et al., 2002).


[bookmark: _Toc81228181]    Transformational style

Managers with transformational leadership styles encourage their employees to focus on progression and development of their value systems, inspirational levels, and moralities through utilising their skills. (Ismail et al., 2019).
[bookmark: _Toc81228182]   Transactional Leadership style
The transactional leader will confirm the link between performance and reward before exchanging it for an appropriate response that pushes subordinates to enhance performance (Scott, 2003). Bass and Avolio (1990) stated that to motivate their subordinates, transactional leaders use rewards, corrective measures, and rule enforcement. 
[bookmark: _Toc81228183]     Democratic style
Cadbury’s management style is democratic. All subordinates participate in decision-making, which is decentralised. The risk of inefficient execution and bad decision-making is considerable when democratic leadership is used. However, because employees' thoughts and opinions are appreciated, democratic leadership is known to motivate them to perform better (Tannenbanum and Schmidt, 1973).
[bookmark: _Toc81228184]Different factors which can influence on individual behaviour at the workplace

Individual behaviour is strongly linked to, influenced by,  and conditioned by the surrounding culture system which comprise numerous factors such as religious beliefs and practises and types of economic structure, according to the theory of culture (Keesing 1974). According to Janićijević, (2008) attitudes and behaviour at work can be influenced by culture. A strong culture is a wonderful motivator because it helps employees identify with the organisation and gives them a sense of belonging.
Behaviours are also influenced by the culture of the geographical area/national culture. Their rank also influences employees' behaviour within the company. Because of the variations in their skill levels, status, and power, the person in charge of coordinating and leading the team will have distinct behavioural qualities than those who work under him (UK essays 2018). Hofstede (1997) stated that the way people think and behave is influence by the culture, that why it is so essential to understand the culture within an organisation.

[bookmark: _Toc81228185]Recommendation 
1. Managers and business owners should keep the span of control at a level that a single management can effectively manage.
2. Managers of technical and service firms should adopt more decentralised forms of structures to improve the decision-making process. 
3. Lower-level managers should be allowed to participate in the decision-making process to encourage team collaboration and avoid sub optimisation in organisations. 
4. To obtain the benefits of both task assignment methods, managers should incorporate components of both work routine and diversity in organising people to carry out duties.. 
[bookmark: _Toc81228186]5. Employees should be given more freedom to be more creative in their tasks, whether they are routine or not.
Conclusion

This report describes how organisational structure and culture can influence organisational performance and how different factors can influence individual behaviour at the workplace. The findings revealed the organisational structure has an impact on organisational performance. Having a poor structure can also influence individual or group behaviour. There is no best organisational structure, as it depends on the nature of the company and the industry it operates. When a clear structure exists in an organisation, people tend to behave better, tasks are divided, and productivity increases. Another important discovery was that the culture plays an essential role in enhancing performance through open communication, teamwork, and the sense of ownership, as Bergheim (2008) stated, can boost organisational performance, and influence national economic growth. Democratic management style is beneficial to Cadbury because it inspires employees by giving them control and decision-making authority, allowing them to be more involved.
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