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[bookmark: _Toc123660263]Introduction
The report investigates important aspects of organisational behaviour and modern workplace. The focus is placed on studying the role of organisational culture, structure and motivation – key factors determining the performance and competitiveness of modern business organisations. There are theoretical models combined with actual evidence from the selected company – Zara. This is a global fashion brand with presence in more than 200 countries around the globe and annual revenue of €14.1 billion, as of year 2021 (DMR, 2022). Zara has gained popularity as a global brand since its establishment in 1975 and as a result of consistent ability to meet changing customer needs and wants (DMR, 2022). Given its large size and management of 165,000 employees, the discussion of culture, structure and employee motivation appears to be of considerable importance for ensuring optimal performance by Zara (Statista, 2021). 
[bookmark: _Toc123660264]Organisational culture 
This section of the report explores the role and importance of organisational culture. The latter is defined as a set of values, beliefs, attitudes and behavioural norms shared by organisational members (Huczynski and Buchanan, 2013). Organisational culture is a key intangible feature which may distinguish a company from other organisations. Culture is also an important determinant of various internal processes and practices, such as communication, goals, management and others (Huczynski and Buchanan, 2013).
The importance of organisational culture is also recognised by the cultural web diagram, as shown below. Culture to a great extent explains the choice of structures, which are discussed later in the report, as well as power structures, control systems, routines and other aspects of the day-to-day management of a given organisation (Cacciattolo, 2014). This shows the considerable role of organisational culture in determining internal processes and the respective ways of managing organisational members and overall organisational development goals (Cacciattolo, 2014).



Figure 1 – Cultural web diagram 
[image: ]
Source: Cacciattolo (2014)
Handy’s classification of organisational culture is applied in order to study the specific case of Zara. Handy (1999) recognises the existence of four types of culture: power, role, task and person. To begin with, power culture is widely used by start-up business organisations. Decisions are made by one or few powerful members who combine decisive leadership and entrepreneurial spirit in the management of the respective newly-formed organisations (Handy, 1999). This is necessary for swift decision-making process and flexibility – highly needed feature for start-up organisations (Mullins, 2020). 
Second, task culture is predominant in entities where specific projects and tasks are to be completed. Typically, teams exist independently; hence, task-based organisations are usually decentralised with a high level of autonomy or teams (Handy, 1999). Moreover, teamwork is prioritised in order to cope with various problems in the absence of a centralised source of power (Mullins, 2020). 
Third, role culture appears to be widespread among large business organisations with multiple specialised roles and layers of authority (Handy, 1999). Role culture is closely related to complex hierarchical structure due to the need to develop a framework of well-defined roles and responsibilities (Handy, 1999). As a result, organisations with role culture gain from scale and specialisation but produce slow decisions, as explained by the complex structure and culture (Mullins, 2020). 
Last, there are also person-centered organisations where individual organisational members are assumed to be more important than the actual entity (Handy, 1999). Person culture is dominant among organisations with a high level of professionalism and specialisation, such as law firms, medical services, etc. (Mullins, 2020). In this light, the success of personal culture closely depends on the ability to attract and retain specialists in the respective fields (Mullins, 2020). 
Figure 2 – Types of organisational cultures according to Handy’s model  
[image: ]
Source: Mullins (2020)
The evidence from Zara suggests that the company has a role culture.Over time,values and expectations create a culture within the organization. As mentioned, role culture is typical for large business organisations with a complex and hierarchical structure (Handy, 1999). Given the description of Zara, it hires a considerable number of employees in many countries which predisposes for a hierarchy and specialisation of the workforce (Statista, 2021; DMR, 2022). The following organisational chart shows the structure of Zara at the top senior level; thereby, ignoring the lower levels, such as stores and specific geographic-based divisions (Polese et al., 2023). It can be seen that there are distinct areas of specialisation which are typical for the role culture (Handy, 1999; Polese et al., 2023). 
Figure 3 – Organisational structure of Zara at senior management level
[image: ]
Source: Polese et al. (2023)
The adoption of a role culture is appropriate for Zara given the complexity and scope of organisational operations and management. The observed specialisation in several key areas, such as business support, managerial control, communications and logistics, finance and IT, is a key for optimal performance in a complex business environment (Polese et al., 2023). 
[bookmark: _Toc68694005][bookmark: _Toc123660265]Organisational structure
Organisational structure is also discussed in the report. It is important because structure determines the relationships between jobs, operating processes, as well as the overall organisation of systems and people (Ahmady et al., 2016). Thus, organisational structure determines the chain of command and the delegation of power in an organisation which in turn defines the responsibilities of organisational members (Ahmady et al., 2016). According to Hao et al. (2012), the choice of structure is quite important for achieving optimal performance. This is explained by the fact that organisational culture largely influences a set of variables affecting performance, such as goals for every employee, accountability, reporting, contribution and others (Hao et al., 2012). 
Several key organisational structures are discussed with the idea of understanding the advantages and drawbacks of each solution, as well as its role for organisational management. Flat structures are intentionally left outside of the analysis, as they are quite simple and applicable for extremely small organisations in terms of size. Respectively, the research attention is placed on the types of complex structures by analysing line, functional and matrix structures (Li, 2019). 
Structurally, line organisations are considered as the simplest type; hence, they are popular among small-sized businesses. Line organisations are characterised with several layers, as shown below, where power naturally flows from the top to the bottom of the structure (Li, 2019). Thus, relationships and accountability are completely vertical. The simplicity of the structure has a positive contribution to developing effective communication, relatively fast decision-making process, as well as clarity about individual responsibilities (Li, 2019). Nevertheless, line structures are inappropriate for larger business organisations with more complex areas of specialisation.
Figure 4 – Line structure
[image: ]
Source: Li (2019)
The next type of structure refers to the functional one where the skills, knowledge and expertise of employees are used to distinguish specific organisational departments (Li, 2019). There are several key units/departments in a typical functional structure, as shown below, with specific roles and responsibilities placed vertically and related to the specific division under consideration (Li, 2019). Functional organisational structures are commonly used, as they optimise performance on the basis of specialisation and efficiency of each department (Li, 2019). Functional structures also allows for a greater level of attention to the specific needs of employees in each department – a key for improved motivation and commitment in the workplace (Li, 2019). Problems may stem, if communication between departments is inefficiency. In additional, rivalry for resources and lack of common goals may adversely influence organisational performance. 
Figure 5 – Example of a typical functional structure 
[image: ]
Source: Li (2019)
The third structure under consideration – matrix – applies a grid/matrix type to describe the relationships within an organisation (Li, 2019). On the one hand, the matrix structure also has a vertical distribution of power and responsibilities on the basis of functional areas similarly to the functional structure (Li, 2019). On the other hand, the matrix structure combines employees with a diverse professional specialisation to work together on a given project, as suggested by the existence of cross-functional groups (Li, 2019). Thus, reporting may require meeting the requirements of a project manager (horizontal relationship) and complying with the expectations of the manager who is positioned at a higher level in the hierarchy (Li, 2019). In practice, matrix structures may also be applied on the basis of other division beyond common projects. For instance, global corporations build their divisions on geographic criteria by having a separate unit for each major market. In general, matrix structures contribute to the efficient performance of complex goals and projects; thereby, supporting organisational competitiveness (Li, 2019). Problems may be related to the complexity of the structure and its limitations of use to international companies only. 
Figure 6 – Matrix organisational structure
[image: ]
Source: Li (2019)
According to Hoang (2015), Zara has a functional structure. This is evidenced by the following chart showing the structure of the Inditex holding where Zara is a member company in the conglomerate. The structure has a clear hierarchical division with specified roles and responsibilities at each level (Hoang, 2015). There is a high level of centralisation, as the CEO Ortega is practically in control of the entire holding. Interestingly, Inditex avoids the use of a more complex matrix structure regardless of the exposure to more than 200 countries around the world and the prerequisites for cross-functional groups on the basis of geographic division. Instead, the functional structure provides a relatively higher level of simplicity and control, while maintaining the existence of clear units (departments) on specialisation, as shown below (Hoang, 2015). 
Figure 7 – Organisational structure of Inditex
[image: organisational structure]
Source: Hoang (2015)
In general, the functional structure is appropriate for Zara, as it reflects the distinct areas of specialisation, as well as aligns with the earlier discussed role-based organisational culture. Thus, the structure of the company contributes to its optimal performance. 
Individual behaviours
Individual employee behaviours may depend on various factors. As suggested by Hook and Jenkins (2019), business organisations aim at fostering maximum motivation among employees due to its positive effect on retention, engagement, creativity and overall productivity. Therefore, the achievement of maximum employee motivation is essential for positively affecting the behaviour of organisational members in the workplace (Hook and Jenkins, 2019). 
According to Maslow’s Hierarchy of Needs model, human needs are divided into five categories which follow a pyramid-shaped model, as shown below (Mintz, 2017). Similarly, employees have basic physiological needs, as well as security, belonging, esteem and self-actualisation needs (Mintz, 2017). In order to positively influence individual behaviour at work, business organisations have to meet all levels of the pyramid; otherwise, any performance gaps may lead to dissatisfaction, employee turnover and other forms of negative behaviour (Hook and Jenkins, 2019). 
Figure 8 – Hierarchy of Needs model
[image: ]
Source: Mintz (2017)
The Hierarchy of Needs model also demonstrates the complexity of the employee management process and the importance of reflecting diverse employee needs in the workplace (Mintz, 2017). Therefore, Zara has to apply comprehensive human resource management policies and practices aiming at addressing all major types of human needs in order to achieve a positive behavioural shift among employees.
Individual behaviour may also be affected by the applied leadership style and its appropriateness in a given case (Hook and Jenkins, 2019). In general, leadership styles are divided into three main categories according to the situational criteria. Autocratic leaders apply full control over the decision-making process and expect compliance by employees (Akparep et al., 2019). The style suppresses pluralism of opinion but delivers fast decisions (Akparep et al., 2019). Democratic leadership recognises the importance of contribution. Therefore, democratic leaders consult with employees and make decisions on the basis of consensus and appreciation of others’ opinions (Uzohue et al., 2016). Hence, democratic leadership may foster employee motivation but it also leads to a slower pace of decision-making process (Uzohue et al., 2016). Laissez-faire leaders apply the “hands-off” approach of management by allowing employees to operate in an autonomous manner (Akparep et al., 2019).
It is of essential importance for Zara to have flexible leaders who are able to switch styles depending on the situational context and specifics of each employee group. This may positively influence the behaviour of employees; thereby, contributing to maximum performance. For instance, employees with a high level of specialisation, such as fashion designers, IT specialists, accountants, etc., are likely to prefer the laissez-faire approach of maximum autonomy (Akparep et al., 2019). In contrast, crisis situations may require a shift of the approach towards a more autocratic style, since employees tend to prefer security over freedom during crises episodes. The broad application of democratic leadership style in normal circumstances could also positively influence employee behaviour due to the appreciation of individual opinions and feedback (Uzohue et al., 2016). Considering all, versatility of leadership may be a key to the successful behavioural management.
[bookmark: _Toc123660266]Conclusion
To sum up, the research evidence shows the importance of developing and aligning organisational culture and structure. The effective management of large business organisations, such as the currently discussed case of Zara, requires consistent policies and actions which reflect the needs of employees, internal processes, operations, goals and other considerations. This shows the value of constantly improving internal business management aspects in order to address the increasing requirements of modern workplace. 
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