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Introduction
The organisation culture is dependent on the values and principles that are followed by the management of the organisation (Muls et al. 2015). the leadership that is prevalent in the company constitute towards the culture that is adopted by the company. The vision and mission statement of the company, the objectives of the business the structure of organisation that is followed provides hints of the kind of culture that is prevalent in the company (Fu et al. 2015). The values and principles that are passed on by the higher management of the company reflects in the culture of the organisation. for example: if the CEO of the company believes that the people are the real strength of an organisation then diversity and inclusivity will be a virtue of the company as well. In this essay the structure and culture of Kellogg’s will be discussed. 
[bookmark: _Toc6048259]Structure of the company
The structure of the company is a traditional hierarchy in order to maintain a clear line of communication. There are teams which are supervised by managers and then there are top level management as well. However, the culture of the company is such that there is ease of communication among the various levels of the hierarchy. The human resource department of an organisation play an important role in the day to day operations of the business (Anitha2016). The behavioural science approach to the management of people within organisations is just an extension of the HR approach. The attitudes, behaviour and performance of the people associated with the organisation and teams that are within the organisations are focused upon in this system. There are two aspects in this case one is the scientific approach of management and the other is a little more complex and deals with more detailed aspect of the human behaviour.  The two approaches are described, and the paradigm shift from one to another by the management of Kellogg’s is also explained. 
The company followed the scientific management system and considered monetary reward to be the most motivation factor, this model also indicated that people who work under narrow job roles can only be motivated and that the remuneration is the only factor that motivates the employees(Waring 2016). Kellogg’s had adopted this model as the management realised that the productivity and performance of the people can be improved with the help of this management system. However, they soon realised that cons of the model, in order to improve the output and earn extra the quality of the work might be hampered. It does improve the productivity but in the long run it impacts the quality of the work and thereby the reputation of the organisation (Waring 2016). As Kellogg’s has been known for its quality of products and service in the market. Another limitation of the scientific management system is that it tends to curb the creativity and innovation drive of the people by making them only focus on productivity and as discussed above the company motivates the people to innovate at their own space so that they can contribute towards the objectives in their own terms.  Hence it can be concluded that the model is not appropriate for the kind of workplace culture that the management of Kellogg’s wants to maintain (Waring 2016). Hence, the paradigm shift in the process was when the company adopted to the model of motivation that is suggested by Maslow. The hierarchy of needs model focus on the aspect of motivation from a holistic perspective. In this model he explains that the needs and desire of an individual rises from one step to another (Ganta 2014). He has divided these steps in five stages. Here the personality and behavioural pattern of an individual is important in understanding what motivates the person. For example: some may find motivation in material rewards like bonus, awards etc. on the other hand there are people who would enjoy appreciation and recognition of work rather than material reward (Ganta 2014). 
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Kellogg’s is an organisation with a history of 100 years, the company has established an industry and has build a legacy of products that serve every household.  The company is based on values and principles and the management focuses on these values to develop future strategies. The company is driven by the passion to innovate and learn at every step, now that the industry is intensely populated with competition innovation and change in the company is the way to be relevant. The company has its manufacturing units in 18 countries and are distributed for sale in more than 180 countries. The culture of any organisation can be determined by the vision and principles that the management follows. The vision of Kellogg’s is “to enrich and delight the world through foods and brands that matter”. Hence it can be concluded that the company is customer-centric and focuses on the needs and requirements of the customers to develop products and brands. On the other hand, the purpose as stated by the company is spreading nourishment among the customers. Based on these foundations that the company has been successfully operating throughout the years. 
The management of the company believes that motivation is an important aspect to align the interest of the employee with the objectives of the business. Kellogg’s is an organisation that focused upon the innovation in order to overcome the barriers of the business. Therefore, the company has a culture of allowing the employees to have an ownership of their own job roles, so that they can used their creativity in achieving the objectives of the responsibility. Kellogg’s has been awarded the title of a positive workplace several times. Values such as speaking positively about the co-workers and encouraging others at all times are some of the elements in the workplace that encourage positivity. One of the important factors of retention of employees is workplace environment, if the culture of the workplace is not positive and safe for the people then there will be unsatisfied employees, which would give rise to a low performing group of people (Anitha2016). 
[bookmark: _Toc6048261]Contribution of structure on organisational performance
The size and structure of organisations have direct impact on the communication and productivity of the company (Ganta 2014).  Organisations should provide the employees with opportunities to learn and grow in their careers, this would help the company to align the career interest of the employee with the interest of the organisation in improving the performance of the employees. The needs of the people as divided by Malow are fulfilled by the company. There are benefit schemes and programs that allow employees to satiate their Physiological needs which is most basic. The safety of the people is paramount for the company and various polices are drawn to maintain the security of the employees. In order to improve the team bonding there is weekly hurdles and discussions where the input of the employees is taken in consideration, these activities develop a sense of belongingness among the people. innovation being such an important part of the culture there is also scope in the company to fulfil the self-actualisation needs the company provides the employees with opportunity to take on challenging and stimulating responsibilities which involves being creative and innovative in the own terms(Ganta 2014). 
The general principles of Kellogg’s in terms of design suggest that the company is driven with ambition to remain at the top of the game, the focus of the management is to provide the customers with the best possible options when it comes to the sector of breakfast cereals.  On the other hand, the company also considers the employees to be one of the most important stakeholders. Therefore, there is constant addition of policies and strategies for the employees so that they are motivated, and their interests align with the priorities of the company.  The company believes that the workplace should be positive in order to keep the people encourages and ready to work. 
As managerial behaviour and action is dependent on both individual values as well as the prevalent culture in the company, Kellogg’s management and leadership is driven by an inclusive and low power distant culture. The structure as discussed is like any other hierarchy, but the difference is in the elements of power distance. The employees of the company enjoy a low power distant culture, thereby allowing a free flow of communication and aid in developing a healthy relation with the employees (Danielsand Greguras2014). 
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The elements that constitute effective managerial behaviour in the organisation does not only end with monitoring and supervisory roles, rather the management of the organisation participates and supports the team at every step. The company also includes the input of the employees in taking decisions and making strategies.  As there is free flow of information in the company due to low power distance culture, there is also transparency among the management and other employees (Danielsand Greguras2014). Another factor that is important in the culture and structure of Kellogg’s is that the company believes in consistently motivating and encouraging the people in order to keep them interested in their work. The company has the culture of innovation which helps in motivation among people on the other hand there is also rewards and monetary benefits and schemes which drive the motivation factor even further(Anitha2016). 
The leadership style that is prevalent in the organisation can be said to be a mixture of transformational and transactional style of leadership. A transformational leader is focused upon changes and encourages innovation and creativity in the organisation. A transformational leader understands that changes are important to be relevant and encourages the people to have a positive outlook towards changes (Odumeruand Ogbonna 2013). On the other hand, transactional leader is one who exchanges benefits in order to align the interest of the organisation with the interest of the people.  The leaders who follow this style of leadership considers motivation to be an important aspect in achieving the desired result. Since the culture of the company is driven by innovation and change and the fact that the organisation has been successfully able to remain a forerunner in the industry, the transformational leadership style in the organisation can be concluded (Sarros et al. 2008).Similarly, the company considers the employees to be an important stakeholder and in order to keep them engaged and retain their services, Kellogg’s have a number of reward and motivation schemes hence indicating towards the transactional style of leadership(Odumeruand Ogbonna 2013). During the time of change and transition these leadership style helps the organisation in maintaining an equilibrium, there is consistent change in the process of business as the company runs in two different business environments: internal and external. Where the changes in the internal environment are under the control of the management of the company, the external factors are not. For example: the political condition of the company, the economic scenario of the area of operation etc. A mixture of transformational and transactional style of leadership helps the management to be ready for the changes and challenges in the external environment as well as improve the factors in the internal business environment (Odumeruand Ogbonna 2013). 
Conclusion
It can be concluded that Kellogg’s maintain a value-based organisational culture that is diverse inclusive and has a low power distance. The company believes in motivation in order to improve the performance of the employees and innovation to remain relevant in the industry. Kellogg’s is an organisation that follows transformational and transactional leadership to remain true to the culture of the company. 
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