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[bookmark: _Toc16848962]Introduction: 
The propose of this essay to analyze the Business culture, structure, motivation and performance in the Kellogg’s company. That’s can help for an organisation to be successful in the business market, to develop and innovate. In that case the Kellogg’s Company would be a good example, because the organisation is available in the market more than 100 years. Nowadays the Kellogg’s produces their healthy foods in 18 countries and offers for the consumers more than 180 countries. The company is proud of the various awards what they won, like the Spirit of America at 2010 and The World’s Most Ethical Company’s at 2018 and more. 

[bookmark: _Toc16848963]Main Body:  
[bookmark: _Toc16848964]Structure:
The organisation structure is a system, which shows how the business is organized, and also shows the hierarchy in the business.” Organization structure determines the assignment and coordination of rules, power and responsibilities within a business. It also defines how information flows between the different levels of management.” (nibusinessinfo.co.uk, 2019) The system also illustrate, how is working the span of control, the line management and the chain of command in the organisation. The span of control can be narrow or wide. The narrow control has many levels of hierarchy, that is why called tall or traditional hierarchy structure. In that system the control over the employees is strong and because of the many level, the communication is relatively slow between the different departments. The wide hierarchy system main feature is that builds from only a few levels, which is ensure the better communication flow. The span of control depends on the size of the business, depends on personality and experience of the management also, and hangs on that, the business is centralised or decentralised. Each people who is belonging to the system make sure the machines, the materials and money are utilized in a productive manner to achieves to the goals of the business. The Kellogg’s company has a tall hierarchy system.
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(The Official Board, 2019)

As we can see above, the company has more director, in each country or region, because we are talking about an international business. Only one leader not able to keep the control in so many places. The fact, that each unit has its own director, strengthens the market position of the company, because it is easier to react to the market changes in each region. This system provides the higher level of control for managers, which also helps for the organisation maintain its market position. And last, but not least, helps to create the right workplace for the employees.



 
[bookmark: _Toc16848965]Culture:
“Culture illustrates the accepted norms and values and traditional behaviour of a group. One definition of culture by Deal and Kennedy is “the way a we do things around here”. However, culture also evolves over time.”  (Business Culture, 2019) The business culture is related to attitudes, languages, behaviour, religion, beliefs, arts, even foods and more. The corporate culture can be formal and informal, the first is purposefully planned. The formal business culture is based on the rules, company policies and operating procedures. The informal culture is evolved from the social connections. Nowadays the business culture is very important, not only with consumer eyes, it is a powerful factor in the job selection. The Kellogg’s company have a very strict and detailed Global Code of Ethic, which is available for everyone online.  (Kelloggcompany.com, 2019) The diversity has played an extremely important role in corporate culture, the Kellogg’s pays special attention for this part. It is no accident that the company has been in the Top 50 Company for Diversity since 2015. One of their important objectives is the Gender Pay Gap, which is an indicator, what is shows the different in average income between women and man. At European level, the company has a good result, there is minimal different between the number of woman and man employees, and their payment. Although, the acceptable result can be attributed to the fact, at the lower levels are significantly more females.” 81 of the employees in lower graded roles are females compared to 29 males.” (Kelloggs.co.uk, 2019)
In the UK the reports are not showing a nice picture, the gender difference of the employees is disappointing.  Only 89 female and 691 male employees at Kellogg’s in the United Kingdom.
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(Kelloggs.co.uk, 2019)

To improve the female employment rate could help a few measures like the flexible working hours, part-time positions or work from home. Many companies can offer for their employee’s workplace nursey, which can help for the mothers to return to the world of work.
However, there are also some very successful project in the activities of the Gender Pay Gap. In India the Kellogg’s can offer new opportunities for women. Indian business executives at the company have made it possible for woman to participate in night shift. This was previously inconceivable in their culture. Thanks to this, nowadays six times more female technicians working at Kellogg’s Sri City plant. One female employee says the next after the changes: “I’m very happy to work here, it’s a very safe place to work for women,” said Lavanya, one of the first women to take up the third shift at Sri City. She said she plans to continue working at the plant after she is soon married. “It has given me a new life. I can say proudly that I’m a Kellogg employee forever.” (Kelloggcompany.com, 2019)
[bookmark: _Toc16848966]Using Hofstede’s Theory in Kellogg’s:
The Hofstede theory is a national culture consist, which is based on five dimensions. These are the power distance, individualism, masculinity, avoidance and long-term orientation. 
Power distance: It is showing the inequality between peoples. The low power distance shows relatively small inequalities, the large power distance shows more serious inequalities.
Individualism: It shows what the national culture favours, as an individual person or as a member of a group. Collectivist societies shows strong loyalty for the group, and it is important to help for the community and each other. In contrast, the individual societies prefer the self, the individual.
Masculinity: National culture can also be well characterised by gender-specific behaviours. There are distinguished masculine attributes such as performance, success, competition, stamina, and the feminine qualities such a tenderness, solidarity, support, human relationship. In masculine societies these gender roles are more separated than is feminine rules.
Uncertainty avoidance: It shows the needs of structured, regulated situation in a society. The too high value is meaning a very traditional culture, the lower value can be characterizing a more flexible society. 
Long term orientation: Society’s time orientation is determined by long-term or short-term.
Although the Kellogg’s was founded in US, nowadays it is operating in several European countries, for example Romania. Comparison of the two countries by Hofstede’s theory, shows huge different.

(Hofstede Insights, 2019)[image: ]
(Hofstede Insights, 2019)

As shown in the figure above, the company had to adopt to different cultural behaviours in Europe. The biggest difference is shown by the group’s attitude towards work, which requires a completely different kind of management techniques from the company, in Europe. Hofstede considered the distance of power and the uncertainly avoidance as two factors, that fundamentally determine the organisational structure of a given society. (Pdfs.semanticscholar.org, 2019) As we can see, these figures show significant differences between the two countries. The company recognized these differences in time, and with the help of Global Business and Marketing Team they have developed the right business plan.

[bookmark: _Toc16848967]People:
An important part of the success of a company is the motivation and development of its employees. To keep the worker loyalty, push them to perform better and attract individuals. There are different ways to motivate the staff, like someone easily motivate by money, someone by extra holidays. The Maslow’s Hierarchy of needs can help to understand and organise the motivation systems in the businesses. This is a motivational theory in psychology compromising a five-tire model of human needs.
[bookmark: _Toc16848968]Using Maslow’s Model at Kellogg’s:
Psychological needs: This level is covering the basic needs for the employees. The Kellogg’s has a flexible benefit program. his and the competitive salary, can keep them to loyal to the company, and not least motivated.
Safety:
This level may different in the developed countries and for example East-European countries. In the developing countries, can be enough the feeling, they belong to an international company, and they can feel the safety. The developed countries, like UK that is not enough, gets a bigger role the Health and Safety system, which provide for employees a safety workplace.
Social Needs:
The Kellogg’s operates weakly team huddles, these provide opportunities for the employees to receive information about the business. The company also organizes various events for the workers, that help to build a sense of belonging to the group. Such is the celebration of International Woman’s Day. (Kelloggs.co.uk, 2019)
Self-Actualisation:
Kellogg’s provides for the employee’s career advancement opportunities and the company also provide the opportunity for individuals take ownership of project. This enable them to developed and improved. In North Amerika, the Supply Chain team, has developed two special training programs. One is a 30 days programme, which is focus on the teambuilding, the second is a career development conference call, this one is give helps for the employees to build a Kellogg career.  
“Motivators within the Kellogg's company reflect the different personal aspirations of staff. The working environment provides the opportunity to move forward and take on responsibilities. There is clear recognition and reward for performance.” (Kelloggs.co.uk, 2019)
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 (Kelloggs.co.uk, 2019)
[bookmark: _Toc16848969]Performance:
[bookmark: _Hlk16848779]Performance management is helping for an organisation to achieve its aims. The performance management can be used to create a workplace culture, to manage the employees in the good way, and to motivate them. Every business has an own organisation culture, no matter the size, the location or the scope of activities. Nowadays the performance culture is a very important part in the business. Some organisation has a formal culture, with written rules, some has only casual culture, with not fixed rules. No matter the principle of operation, the companies has realised, the good management performance culture is an essential part of their operation. Usually the high-performance business structure recognizable by the low employee turnover, which means the workers are comfortable, they have a good salary, and they do not want to change their work. This culture cannot be achieved without the right management. The leaders need to find the right way to keep employees motivated. This require the right attitude of senior management. So, the quality of management and commitment of staff to their work are central to the success of the organisation.  (Mullins, 1985) For the Kellogg’s company, this is not easy, because it is an international business, it is not certain that, what result in one country will work in another as well. Therefore, the leaders and direct supervisors are play a major role in the company’s performance, because they are the ones who know what the employees need to stay motivated. The company stared the Kellogg Intern Program in 2012, within the confines of this programme, each year 75-100 interns are placed across the business. (Kelloggs.co.uk, 2019) More than 100 years before, the founder W.K Kellogg say: “I’ll invest my money in people.” (Kelloggs.co.uk, 2019) In 2018 the company launched one online learning platform, which is called Linked In learning platform. They are using the platform to develop skills in the real time, in the first 6 months the employees completed more than 6400 courses. So, we can say with confidence, the Kellogg’s has a high-performance development system.
[bookmark: _Toc16848970]Conclusion:
This case study illustrated how is the structure, culture, motivation, and the performance in the Kellogg’s company. This international company give us a very good example for the staff motivation techniques, and to help us to understand the importance of this. We could also gain insight into how this company managed the various difficulties, resulting from being present in countries of different cultures. As we could see above, the Kellogg’s need to take more attention for the gender pay gap, and there is also the work-life balance need to be improved a bit. Despite all this, the company is on the right way is the best example, that they received it in 2016 the “One of 100 most Admired Brands” award. (Kelloggcompany.com, 2019)
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