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Organizational culture refers to the shared values, beliefs, attitudes, and practices that shape an organization's behaviour and define its character. Culture can influence various aspects of an organization, including its decision-making, communication, and overall performance. Organizational structure, on the other hand, refers to the formal arrangement of roles, responsibilities, and relationships within an organization. It can affect the flow of information, decision-making processes, and overall efficiency. Both culture and structure are essential elements of an organization, and they interact with each other to shape its identity and performance (Acar and Acar, 2014). A healthy culture and effective structure can help an organization achieve its goals and thrive in a competitive environment. Employee motivation refers to the drive and desire that an individual has to perform well and achieve their goals in the workplace, often through recognition, rewards, and a positive work environment. This report entails about the explanation of organizational culture its structure and employee motivation. The presentation of this report is based on the company BP and its actual scenario. All these factors of business and their influence in the company BP have been presented here to analyse them properly. 
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Organizational structure refers to the formal arrangement of roles, responsibilities, and relationships within an organization. It outlines how work is divided and how various departments and functions are coordinated to achieve the organization's goals (Bellot, 2011).
The need for organizational structure arises from the fact that as an organization grows and expands, it becomes increasingly complex, and coordination and communication become more difficult. A well-designed structure helps to clarify roles, responsibilities, and reporting lines, facilitates communication and decision-making, and promotes efficiency and effectiveness. It also enables the organization to adapt to changing circumstances and maintain consistency in its operations (Chegini, 2010). Ultimately, a clear and effective organizational structure can contribute to the success and sustainability of an organization. 
There are several major types of organizational structures, including:
· Functional structure: employees are grouped by their functional area, such as marketing, finance, or operations.
· Divisional structure: employees are grouped by product line, geography, or customer type (Alegre and Chiva, 2013).
· Matrix structure: combines elements of both functional and divisional structures, allowing for cross-functional teams.
· Network structure: a decentralized structure that relies on external partners, contractors, and temporary employees.
· Flat structure: few levels of hierarchy and a wide span of control, resulting in a more collaborative and flexible environment (Cherian and Jacob, 2013).
· Hierarchical structure: many levels of hierarchy and a narrow span of control, resulting in a more traditional and rigid environment.
BP (British Petroleum) has a matrix organizational structure. In this structure, employees are grouped by both function and product, allowing for cross-functional teams to work together on specific projects. This structure is well-suited for large, complex organizations like BP, which operate in multiple markets and require collaboration across different business units. The matrix structure enables BP to balance both the functional expertise of its employees and the need to be agile and responsive to changing market conditions. Additionally, the matrix structure allows BP to leverage its global scale while also remaining adaptable to local market conditions. The company's organizational structure is divided into three main segments: Upstream, Downstream, and Rosneft. The Upstream segment is responsible for the exploration, development, and production of oil and gas resources. It is further divided into four sub-divisions: Exploration, Global Wells, Upstream Projects, and Upstream Regions. The Downstream segment focuses on the refining, marketing, and transportation of oil and gas products. It comprises three sub-divisions: Refining & Marketing, Petrochemicals, and Castrol. Rosneft is a Russian oil company in which BP holds a significant stake. Overall, BP's organizational structure is designed to optimize efficiency, promote innovation, and ensure a focus on safety and sustainability.
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Organizational culture refers to the shared values, beliefs, attitudes, behaviours, and practices that define an organization's character and shape its interactions with its stakeholders. It includes the unwritten rules and norms that guide employee behaviour and decision-making and the overall atmosphere and social dynamics of the organization (Abdullah Kaid Al-Swidi, 2012). A strong and positive organizational culture can contribute to employee engagement, job satisfaction, and organizational performance. Conversely, a negative or weak culture can lead to low morale, conflict, and poor performance. Organizational culture is shaped by a variety of factors, including leadership, history, industry norms, and the organization's mission and values (Dekoulou and Trivellas, 2017).
BP, formerly known as British Petroleum, has a culture that prioritizes safety, diversity and inclusion, collaboration, and environmental responsibility. The company's culture is driven by its values, which include safety, respect, excellence, courage, and one team.
Workplace safety
Safety is a top priority for BP, and the company has a strong safety culture that emphasizes preventing accidents, protecting workers, and ensuring compliance with safety standards. BP's safety culture is built on a foundation of rigorous safety procedures, training programs, and continuous improvement efforts.
Diversity and inclusion
Diversity and inclusion are also key components of BP's culture. The company is committed to creating a diverse and inclusive workplace where all employees feel valued and respected (Iljins, Skvarciany and Gaile-Sarkane, 2015). BP's diversity and inclusion initiatives include employee resource groups, leadership development programs, and unconscious bias training.
Collaboration
Collaboration is another important aspect of BP's culture. The company recognizes that teamwork and collaboration are essential for success in the fast-paced and complex energy industry. BP encourages collaboration among employees, departments, and external partners to drive innovation, improve efficiency, and deliver sustainable solutions.
Environmental sustainability
Environmental responsibility is a core part of BP's culture. The company is committed to reducing its carbon footprint and transitioning to a lower-carbon future. BP's environmental initiatives include investing in renewable energy, reducing greenhouse gas emissions, and promoting energy efficiency.
CSR
BP's culture is also reflected in its corporate social responsibility efforts. The company is committed to making a positive impact on the communities in which it operates and to being a responsible corporate citizen. BP's social responsibility initiatives include supporting education, health, and environmental conservation programs, and promoting transparency and ethical business practices.
In summary, BP's culture prioritizes safety, diversity and inclusion, collaboration, and environmental responsibility. These values are reflected in the company's policies, practices, and corporate social responsibility efforts.
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Organizational culture and structure play a crucial role in shaping an organization's performance. A positive and strong culture that aligns with the organization's mission, values, and goals can enhance employee engagement, innovation, and productivity (Iancu and Badea, 2015). An efficient organizational structure can promote collaboration, communication, and agility, enabling the organization to adapt quickly to changes in the market and improve its performance. Conversely, a negative or weak culture and structure can lead to low morale, conflict, and poor performance. A company's success depends on its ability to create a culture and structure that support its objectives and foster a positive work environment.
The organizational culture and structure at BP play a significant role in the company's overall performance. A strong and positive culture, along with an efficient organizational structure, can enhance the company's performance and help it achieve its goals (Iancu and Badea, 2015).
BP's strong culture of safety and environmental responsibility has contributed to the company's success in reducing accidents and mitigating the impact of its operations on the environment. The company's emphasis on safety has resulted in a reduction in the number of accidents and injuries, which, in turn, has improved employee morale and productivity. Additionally, BP's focus on environmental responsibility has led to the development of new technologies and innovative solutions to reduce greenhouse gas emissions and promote sustainability.
BP's organizational structure is designed to promote collaboration, innovation, and efficiency. The company's divisional structure, with its separate upstream and downstream segments, allows each segment to focus on its specific operations and respond quickly to changes in the market. The structure also promotes collaboration among different departments and functions, enabling the company to innovate and develop new technologies more efficiently.
Furthermore, BP's culture of diversity and inclusion has contributed to its performance by enhancing employee engagement, job satisfaction, and productivity. The company's efforts to create a diverse and inclusive workplace have led to a workforce that is better able to understand and respond to the needs of its diverse customer base (Ishak, Mahfar and Mohd Yusof, 2015). This, in turn, has contributed to the company's success in expanding its business globally and adapting to the changing needs of the energy industry.
In conclusion, the organizational culture and structure at BP have played a significant role in the company's overall performance. The company's emphasis on safety, environmental responsibility, collaboration, and diversity and inclusion has enhanced employee morale, productivity, and innovation, contributing to its success in the competitive energy industry. By continuing to prioritize these values, BP can further improve its performance and maintain its position as a leader in the industry.
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Employee motivation refers to the level of enthusiasm, commitment, and drive that employees bring to their work. It involves the factors that influence employees' behaviour and performance, such as job satisfaction, recognition, rewards, and career development opportunities (Kreitner and Kinicki, 2001). Motivated employees are more likely to be engaged, productive, and loyal to their organization. They are also more likely to exhibit positive behaviours, such as cooperation, creativity, and initiative. Effective employee motivation can have a significant impact on organizational performance, including higher productivity, improved customer satisfaction, and increased profitability. It can also lead to lower employee turnover and absenteeism rates, which can reduce recruitment and training costs. Effective motivation strategies should be tailored to individual employees' needs and preferences, aligned with the organization's goals and values, and implemented consistently and transparently (Lester, 2013).
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BP uses several strategies to motivate its employees and enhance their engagement, productivity, and satisfaction. These strategies include:
· Recognition and rewards: BP acknowledge and rewards employees who demonstrate exceptional performance or make significant contributions to the company. These rewards include bonuses, promotions, and other incentives (Siemens, 2005). BP's performance-based pay system is designed to encourage employees to excel and contribute to the company's success.
· Career development opportunities: BP provides its employees with opportunities to develop their skills, knowledge, and careers. The company offers a range of training programs, mentoring and coaching, and career planning and development resources. BP's focus on career development helps employees feel valued and supported, leading to increased motivation and job satisfaction.
· Work-life balance: BP recognizes the importance of work-life balance and provides its employees with flexible work arrangements, such as remote work and flexible schedules. The company also offers a range of wellness programs and resources to help employees manage their physical and mental health.
· Employee engagement initiatives: BP engages its employees through various initiatives, such as employee surveys, town hall meetings, and other feedback mechanisms (Kalmuk and Acar, 2015). The company uses employee feedback to identify areas for improvement and implement changes to enhance the employee experience.
· Diversity and inclusion: BP values diversity and inclusion and has a range of initiatives to promote a diverse and inclusive workplace. The company has employee resource groups, diversity training programs, and other initiatives to support employees from diverse backgrounds and perspectives.
Overall, BP's motivation strategies are designed to create a positive work environment where employees feel valued, supported, and engaged. By investing in its employees' development, well-being, and satisfaction, BP can enhance its performance and achieve its business objectives.
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BP's approach to employee motivation involves a range of strategies that are tailored to the needs and preferences of its employees. The company recognizes the importance of creating a positive work environment that fosters engagement, productivity, and satisfaction. BP's focus on recognition and rewards, career development opportunities, work-life balance, employee engagement initiatives, and diversity and inclusion help to motivate its employees and enhance their job performance. BP's motivation strategies are consistent with the company's mission and values, and are aligned with its overall business objectives. By investing in its employees and creating a positive work culture, BP can continue to attract, retain, and develop top talent, while achieving its strategic goals and maintaining its position as a leader in the energy industry.
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