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Introductions:
The single most important problem that managers face today is managing people. These are the kinds of companies that presently face the most challenging problems. Organizational behavior is the overall study of individuals, groups, and organizations that examine the impact of organizational structure and culture on organizational performance. Therefore, it seeks to determine the reasons for the performance and efficiency of an organization. Organizational structure and organizational culture are highly correlated factors of performance (Bolden, 2004). If a company maintains a culture of self-esteem and employee orientation, then the employee retention rate is high which not surprising (Tracy, 2013). Organizational structure and all other sections are closely monitored and controlled Rita, the decentralized power structure, the lower level is to inform. In addition to increasing the speed of execution, among other things, it is also good to increase job satisfaction (Robbins, 2007).
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Culture of Kellogg's
Kellogg’s uses a power culture with a peak (Tall structure) where the goals are defined individually or individually. This structure is also associated with the management of an autocratic style because it has 'them and our attitude' depending on where individuals stand in the hierarchy. Kellogg’s has also adopted a paper culture that is divided into various activities related to structural and democratic style in a hierarchical manner. Which combines the role of power as a hierarchy of power and the culture with the employee's position within the organization. Another example is that by making a decision, the old hierarchical system mentioned above on Kellogg’s was replaced in some way, now creating teams for team members. The idea is to open up the flow of communication and try to get more people involved in decision making. If a Kellogg’s employee is able to advise, it reflects on the democratic practice of management as individuals or groups are tasked with making decisions (Richard et al., 2009). If managers can give these suggestions to their manager, they can reinforce these suggestions, presenting evidence of a flat structure with the levels involved low. This new creation is part of a work culture where employees are encouraged to take on more power and responsibility than wait and procrastinate.
Taylor’s cultural topology
Frederick Taylor was linked with what is recognized as 'scientific management'. Taylor believes that financial rewards are a vital thing that is exciting. Salaries can be utilized to enhance the productivity and the level of performances among the workers. The aspects of the opinion of Taylor regarding motivation is effective for the employees of narrow occupations, just as they are to work, to be paid based on the quantity of labor these people ensure or the parts they work for. For numerous individuals it still pays off as a major motivator. Taylor's theory divides labor into jobs or parts. This applies specially to manufacturing processes within large companies such as Kellogg’s. These rewards will help increase productivity and profitability. The danger with this is that individuals focus solely on the outputs to receive rewards so that employees who leave for the job can result in quality loss (Judge, 2007).
Scientific management is not only a procedure that enables human progress. It bounds the capability to own which they can or not. Kellogg’s workforces are trained and motivated to innovative and utilize their thoughts to assists in changes. As a result, Taylor's opinion of financial rewards for better productivity or performances are not suitable or effective to the kind of inspiration needed for the certain kinds of work environment. Maslow's theory links inspiration to the categorization of requirements or needs. The certain important physiological wants such as nourishment, air, accommodation and clothing. When persons meet such a stage of need, their inspirations alter as they seek to meet the demands of advanced level. Thus, assembling a separate Maslow suggested that in order to take these factors into consideration, each employee needed to know where they were placed in this classification (Blount, 2014). In Kellogg’s, each worker is encouraged to do works at every level. Since they do this, it creates a constructive impact for every worker and the company as well.


Impacts of Kellogg’s culture: 
Within Kellogg’s, the workplace has different functions and functions. These include engineering operatives in the manufacturing department. Others work in finance, marketing, sales, information technology or human resources. Keeping everyone active regardless of their role is not easy. Kellogg’s recently made it to the top 100 list of best companies listed by the Sunday Times. Kellogg’s values ​​and culture support its role as a good employer. Encouraging everyone to live up to K-Value throughout the business creates a culture for those who own their own projects and constantly strive for improvement and industry-led results. These values ​​make Kellogg’s a positive place, affecting the behavior of those in the workplace. Employees are encouraged to talk positively about each other individually by focusing on their strengths. This involves listening to others and accepting their own right to the workplace (Munir, 2014). The benefits of investing in Kellogg’s among people are best illustrated by some theoretical work that has worked on inspiration. The remainder of the case study shows how Kellogg’s commitment to creating a great place to work is supported by these theories.
[bookmark: _Hlk16889848]Structure of Kellogg’s: 
Kellogg’s is a hierarchical organization. The hierarchical structure can put in place special measures to improve the flow of information to minimize communication problems for Kellogg’s. One of the goals of Kellogg’s is to make shopping for customers faster and more seamless. To find out how this can be done in the marketing and research department, you need to dig into this field. By doing this Kellogg’s will be able to meet their goals. The disadvantages are that all employees who cannot already hold all employees accountable for the decisions made cannot speak again to manage. The paths of progress are less defined with lower levels than in the developmental framework. One of the goals that Kellogg’s expects to achieve when using a flat organizational structure is where there is a line of communication between directors and operations staff that is easy to work with and messages that are important or not provided in a timely manner and whether they are properly written or oral. The culture that Kellogg’s uses is the energy culture that in reality shows that the culture they used as a Kellogg’s performance has become nationally known and acted as the workshop floor is of great quality, as all Kellogg’s restaurant employees are on the floor of the shop. When everything is running smoothly for Kellogg’s company. The disadvantages of the action are that if there is a misunderstanding between the manager and his employees, then the problem can arise when the job is done (Jacobides, 2007). Also, employees may be satisfied with trying to impress and may be less enthusiastic where they are equally degree where they are respected.
Impacts of Kellogg’s structure: 
Kellogg’s leadership is authentic leadership where staff is supported by heart-based and compassionate guidance. At Kellogg’s, each employee is trained to think freely about the various activities of the organization by exploring, sharing and offering their concepts in order to discover in greater depth the potential successor nature. With Kellogg’s, employees can come up with ideas without having a cool, tight meeting, and improve their personality skills by exchanging their thoughts, experiences and ideas for economic development. Kellogg’s does not focus on money, prestige or power as the core of organizations, but they are accustomed to appreciating the meaning and value of work without burden and pressure. Furthermore, relationships with employees or employees and companies are very strong because they are supported by Kellogg’s organizational well-being that is unique, flexible and allows their employees to adapt to their potential (Lim, 2017).
Today, different organizations will have different staff motivations for better diversity and complexity of behavior. Numerous propositions trust that currency is one of the inspirations of the workforces. Though, for the current generation in these days, currency is not just something which does not affect them being employed in a company, moreover individuals frequently attempt to search comfort in the workplace. Kellogg’s is a company that implements a highly tailored environment for employees. Kellogg’s is not just about pay, but also work that needs to be fun, educational and growth. They are trying to promote openness within the group that can lead to overall positive organization performance. At Kellogg’s, we will know that the company applies equity distribution to maintain justice within their organization. They also address social issues and address the social issues and invest in the society (Lim, 2017). Kellogg’s was created as an ambitious and ridiculous one that helps to explode human potential and make all of those changes to help move the planet forward. They are seeking training and development within and outside the organization.
To achieve job satisfaction, Kellogg’s strives to make their employees salaried, self-employed and happy about their work through colleagues. Motivation is provided directly from the CEO or the employee. For a job team, they are very diverse and have the potential to work in a more informal team. To convey the message within the organization, Kellogg’s applies vertical communication and horizontal communication. In making strategic decisions, they make central decisions, for decentralization and for strategic decision making. When conflicts arise between organizations, Kellogg’s uses competitive management style and collaboration to solve problems (Adkins, 2004).

Recommendations for Kellogg’s management: 
Management needs to empathize and use their compassion and social skills to improve their personal leadership in change. Thus, the challenge for any modern organization, including the development services of Kellogg’s, is to develop and develop a sensitive sense of management. They need appropriate stakeholders to improve and develop their skills and can participate in intensive training in roles and related to education. Through continuous reading and self-study, managers need to be encouraged to improve and develop their skills. Organizations need to provide encouraging support to monitor the sensitive skills, motivations and team-building strategies needed to play a key role in improving the learning and management of their employees. Individuals should be recruited with the vision of companies and have interesting personalities known as charisma. Appropriate changes should also be made to the organizational structure of the organization and to encourage a flat structure and less complex classification. Changes in organizational culture are also essential for rewarding employees for learning and self-development. Managers should be encouraged to encourage the development of sensitive intellectual skills needed to inspire employees ’staff to change the culture and structure of the organization. It is well-known that the most critical part of leading a team is the motivation of the work group members. In practice and theory, motivation plays an important role in organizational management. Motivation is an important part of effective performance (Richard et al., 2009).







Conclusion:
Based on the study, we have found it significant to make an optimistic work setting utilizing the material deliberated and analyzed in the study. A confident work atmosphere could have an influence mutually internally (internally) and externally (organizationally). For that person themselves, employees may practice a constructive individual development while employed in the organization, for example in governing the feelings about effort & inventiveness towards effort. Being on the side of the organization, a helpful work setting can influence worker efficiency which can direct to the achievement of the organization. Furthermore, the organization earns the goodwill of the company which refers that they can gain a decent picture and goodwill in the culture. By giving the organization the mindset of the society, it will help the organization expand and ultimately become a better model for creating organizational culture.
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