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[bookmark: _Toc48589942]Introduction
The performance of employees and an organisation depends upon the structure and the culture that is used. A suitable and productive culture and structure development is the responsibility of the leadership of an organisation. The role of managers and leaders in the development of the working environment helps in the improvement of better employee behaviour. Individual behaviours are affected by the difference in leadership behaviour.  This report will analyse the effect of structure culture on people and organisation performance of Wickes. Wickes is a supplier and retailer of home development materials. This company was founded in 1854 by Henry Dunn Wickes and is having its headquarters in Watford, UK (Wickes, 2020).
[bookmark: _Toc48589943]“Relationship between structure, culture, people and organizational performance”
A structure of an organisation is the way it works. According to Shafie et al. (2018), structure determines the flow of decisions and the implementation of planning by leaders. The widely used types of organisational structure are as follows:
Hierarchical Structure- In this structure, the functions of the management are divided into different hierarchies which are headed by a single person or board of directors (Stalph, 2020). The top-down flow of decision is followed where the decisions are taken by the top leadership which is sent to managers for implementation. For example, ASDA Plc. is following Hierarchical structure because the organisation is having different hierarchical levels for different departments (Managers, 2020).
Functional Structure- In a functional structure, the positions are defined based on responsibilities that an individual performs. The individual with more responsibility and experience is generally on top of the structure. Virgin Atlantic has a functional structure because the organisation has different functional departments (Managers, 2020). 
Divisional Structure- The divisional structure is followed by many big companies as it helps in managing all the business easily. In this structure, the organisation is divided into different divisions like sales, finance, operations and HRM. Wickes has a divisional structure since the company concentrates on the productivity of different departments separately (Managers, 2020).
Matrix Structure- The matrix structure is the structure in which different employees can work for different departments. For example, an engineer can work in one project and can report to the project manager and his engineering department. Balfour Beatty has a matrix structure. The construction company utilizes its employees by employing them in different projects where they report to different managers (Managers, 2020).
Since Wickes is a large company with more than 200 stores, it follows a “divisional structure”. The different departments of the company are managed by different division heads. Using the divisional structure helps the leaders of the company to effectively manage all the aspects of the organisation and it also helps in easy implementation of policies and plans. This structure helps the employees of the same skills to work under the same division and report to a single manager of the division (Sairoo and Rajani, 2016). This helps in streamlining the goal set by the leadership of Wickes. The employees know about their roles and responsibilities and they perform their function. This develops the behavioural aspect of employees and as a result, their motivation level is kept high. In the current scenario, the managers of the division are finding it difficult to manage the employees' changed behaviour as they are not empowered to do so.
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Figure 1: Divisional Structure
(Source: Dabic et al., 2019)
 This structure also has resulted in a good culture where the employees are aware of what the organisation expects from them. This structure has helped the leadership in developing the working culture in Wickes. Organisational culture is the code which all the employee and management follows (Cox and Trotter, 2016).
Depending on the type of organisation and nature of business different cultures are followed. According to Charles Handy “Model Organisation,” culture is of four types namely power, task, and role and person culture. 
Power culture- In this type of culture the power is concentrated on a single person and that person takes and executes all the decisions. He delegated works to his subordinate for the execution of works. It has a unilateral flow of decision and employees are not promoted to share and innovative ideas with the management. For example “Fourth” which work in the hospitality and IT, service sector uses power culture (Cox and Trotter, 2016).
Task culture- According to Cox and Trotter (2016), those companies in which works are assigned to teams to complete a task follow task culture. In this work culture, the management brings employees with different skills and same goals together to work collectively. The benefit of this culture is every member of the team knows what they have to do in the project which helps in better coordination with other members. For example, Balfour Beatty uses task culture in which work is divided into different tasks or projects.
Role culture- The role culture is a culture where specific work is assigned to employees. In this way, the employees are made to understand their responsibilities which they have to perform. The employees also know what they have to do in their work. Wickes uses role culture as all the employees are assigned specific roles to perform. For example “Northants Accounting” which is an accounting firm that uses person culture as the organization is selling specific skills to its staff. (Cox and Trotter, 2016).
Person culture- In the case of person culture the employees treat themselves more important than the organisation. The main intention of employees is to fulfil their own needs in terms of salary and are not concerned about the goals of the organisations. The employees in this culture are not loyal to the organisation and they work only for the sake of getting a salary.
In Wickes, the culture that is followed is the role in culture. The organisation assigns work to each employee based on their skills and previous experience. In this way, the management conveys the message to all the employees about the organisation’s expectation from them. The role culture is helpful in the development of the organisation as the leaders decide the parameters for the success of the organisation and then assigns the work to employees. The employee’s completion of work helps in the achievement of the parameters.  The division heads know the requirement of work from employees and based on that they assign work. The employees work only what they are asked for. Leadership expects the job entrusted to employees will assist the division and the organization in achieving the goals set (Dastaviz, 2017). This leads to the difference in behaviour among employees as self-motivated employees will embrace it and those who are not self-motivated will act differently. This affects the morale of the staff since their full skills are not used. Throughout this society, the creative potential of the workers and the development of new ideas are not encouraged. It leads to a detrimental impact on workers' motivation and they only work what is demanded of them. This ultimately results in the low performance of the organisation. In the current scenario, the division managers are not able to communicate with the employees as they did not have the information from the leadership regarding the change.
[bookmark: _Toc48589944]“Essential nature of managerial work and the role of leadership”
The manager’s in Wickes are not empowered to plan and communicate about the strategies of the company and they do not spend much time planning and strategizing. Instead, their main job is to handle the employees and get the work done from them. The divisional structure helped them to work closely with the employees and increase staff productivity. The decision making and planning work is left for the leadership. The function of the manager in Wickes is to monitor the employees while working and assigning them work. The absence of planning and strategy making has resulted in low innovation from the managers (Funminiyi, 2018). This could be improved if the managers are allowed to plan and implement their division. This will help in employee development and bilateral communication between the employee and the management. Although in the scenario being discussed the managers and employees both were not having information regarding the change. There was a lack of support from the leadership in terms of communication.
The leadership of Wickes decides and strategizes the plans that are directed to managers of respective divisions for implementation. Since most of the planning and strategizing is done by the leadership the managers of Wickes do not involve themselves in the planning process. All the decisions related to the expansion of the business or hiring of staff are done by the leadership of Wickes. The leaders inspire and influence the employees and motivate them to participate in the common effort. The leaders of the company show good leadership by a delegation of work to their subordinates. This helps them in leading rather than managing. However, the leaders of Wickes should also empower the managers of different divisions to take decisions and plan for their departments. The leaders provide vision to the company which he transfers to the different divisions so that the different divisions should have their visions in-sync with the organisation’s vision (Stalph, 2020). However, in the current scenario, the leadership failed to plan and strategize the change happening in the organisation.
Different variables that effectively determine leadership and management are characteristics of a leader, the characteristics of employees and the characteristics of situations involving the leaders and the employees. Management and leadership perform differently for different types of employees. Different types of employee include skilled and unskilled employees, experienced and non-experienced employees, etc. Based on the type of employees the management and leadership changes. Characteristics of leaders also determine leadership and management as different leaders have different styles of working (Ismail et al., 2017). Some are charismatic and some follow behaviourally. Leadership and management are also dependent on the situation in which the organisation is running. An organisation running in crisis will need to have different leadership and management than an organisation which is undergoing any organisational change.
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The behavioural approach is used by the management when the leadership style used is a behavioural one. In this approach to managing the work is done based on behaviour that the management is having with the employees (Laforet, 2016). In this scenario, the management always tries to keep the relationship with the employee’s cordial so that they can get the work done easily by the employees. The approach helps employees in developing an environment in which they show behaviour which results in high levels of motivation and enthusiasm. The positive behaviour shown by the employees helps in their productivity and overall organisation performance. The change in behaviour of employees can be seen due to the lack of opportunities in the organisation and due to the change in the behaviour of the management (Nene and Pillay, 2019). Any change in the behaviour toward employees will demotivate them and that may result in the employee turnaround. Wickes' leadership believes that the job entrusted to employees will help the division and the organization accomplish the targets set. This leads to the difference in behaviour among employees as self-motivated employees will embrace it and those who are not self-motivated will act differently. As a consequence, a shift in management style can be seen due to the variations in individual behaviour. This affects the morale of the staff since their full skills are not used. As a consequence, employee behaviour changes which are reflected in their motivation and enthusiasm.
[bookmark: _Toc48589946]Recommendation
Following recommendations can be made for the company to fully recover from this scenario:
· The leadership of the company should empower the managers of the divisions to take decisions and should allow them to take part in the planning process.
· The leaders of the company should communicate well with the division managers regarding the change in the company.
· Proper resources and training and development programs should be arranged to employees so that they can have confidence in the change process.
· The managers should be empowered with full information regarding the change and resource allocation and training programs so that the employees can have a clear picture of the change.
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The company structure and culture were analysed and discussed and it was found that the culture and structure of the company were not fully followed by the leaders and managers. The scenario with which the company is passing through is the result of the weak leadership which allows the employees and managers not getting full information from the leaders.
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Wickes is one of the largest companies in the UK selling builders and home materials. It has been in business since more than a hundred year of existence. The company has more than 200 stores in the UK which serves the customers in most parts of the UK. Recently a company has started the facility of taking online orders from their customers and delivering the products to their homes. This has resulted in the drastic change in the working style of the company. Many employees found it difficult to cope with the change in working style. The managers were assigned to handle the situation of this change and convince the employee to change the working style. The new sales technique required online skills and employees needed training for that. The distribution department was created for dispatching the products from the warehouse to customer’s homes. The employees who were working in the distribution department were reluctant for change in the style of working and the department managers were finding it difficult to reduce the resistance for change among the employees. The employees were also looking for development programs which could help them in gaining some skills which they communicated to the divisional manager. The divisional manager however was not having any information regarding the training and development programme for employees. The communication between the leadership and the employees was not streamlined so the employees found themselves helpless, as a result their motivation level went down. This affected their productivity and as a result all the department faced with this. The organisational performance was getting affected because of the managers and leaders way of handling the issue of change. This issue of change has also resulted in the turnaround of employees as many employees found their future not bright in the company. The managers were not empowered enough to take any decisions by themselves. They were not in a position of communicating with the employees about any steps that might be taken in the company. The delay in the decision making by the leaders was resulting in the chaos being created in the organisation due to which the performance was getting affected. The employees and the managers were not able to shift to the new model of working and they did not have any direction to operate. There was no information regarding the availability of infrastructure and resources for the new model of working. This added to the chaos among the employees as a result the behaviour of the employees changed and their work enthusiasm degraded. The company was going through a rough phase where there is a lot of confusion among managers and employees. A robust solution is required to sort out all the problems that the employees and the managers were facing. Leadership needs to act proactively in order to solve this issue in the company. Their immediate effort in the solution of this issue will solve the matter and will result in the work resumption in the normal way.
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