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[bookmark: _Toc66672817]Introduction
This report will focus on the organisational structure, culture, people, behaviour and performance etc. and the interrelationship with each other within the organisation. For that purpose, an organisation that has been chosen by the author is Unilever Plc. The author will provide a brief profile and discuss the company structure in this paper. Then the relationship of organisational structure with the organisational culture in Unilever plc will be discussed and analysed briefly. After the analysis of the relationship the leadership and management approaches of Unilever plc will be described by mentioning different types of leadership styles. Also, the factors that have a huge influence on the group and team behaviours within the organisation will be mentioned and discussed thoroughly. And lastly, the linkage that has motivation and perception with organisational performances of Unilever plc will be discovered by the author. 


[bookmark: _Toc66672818]Company Profile of Unilever Plc
Unilever Plc is a multinational company, and the headquarters is situated in London, England and the organisation was founded in 1929. Unilever have currently about 400 brands and the company is operating in about 190 countries all over the world (Unilever.com, 2021). Unilever Plc is a Consumer Goods Company and some of their products are confections, energy drinks, baby food, food, coffee, ice cream, soft drinks etc. The three main divisions of the organisation are home care, food and refreshment products, and beauty and personal care products. To mention the size of the organisation, Unilever Plc currently has around 150k employees within the organisation. For keeping the environment clean and safe the organisation have taken many decisions such as carbon emission, environment-friendly product, recycling strategy etc. (Unilever.com, 2021).  Unilever had ranked first in the Global Corporate Sustainability Leaders survey according to the statistics of 2018 and that is why the leadership style within Unilever has been followed by many other organisations. As well as environmental factors Unilever focus on some critical factors too such as packaging strategy, deforestation, women empowerment projects etc. In the case of innovation and research, the company is doing great too as they now use EasyDose, clean cold engines, dry shampoos, etc. (Unilever.com, 2021).  And the company have strict rules and regulations that they follow which is why they are doing great in this current market and in the case of international trading they have brand value and recognition all around the whole world. 


[bookmark: _Toc66672819]The Relationship of Organisational Structure with the Organisational Culture in Unilever Plc
Organisational structure refers to the company structure where the tasks or activities of the employees, managers and hierarchy of them are provided and based on the structure the decision-making procedures, autonomy, company culture etc. are identified (Rezaei, Allameh and Ansari, 2018). Organisational structure specifies the upper management and lower management and divides the employees and managers of the company into different parts for achieving goals and objectives that are specified for individual divisions or departments. Based on the individuals’ successes or performance of the individual departments the performance of the whole organisation is determined. And organisational culture refers to the behaviour, norms, rules, attitudes, etc. of the employees and leaders within the organisation (Waddell, Creed and Cummings, 2019).  Based on the different structural organisations the culture of these organisations vary because in some organisations employees can join in the decision-making processes but in some cases, they cannot and that is the reason why these structural effects have e huge influence on the organisational culture. Some organisation follow hierarchical where the employees get no chance in participating in the decision-making process as the company follows bureaucratic leadership. In some cases, the organisation follow a flat structural style where the leaders and upper management listen to the lower management employees in case of decision-making. In the case of the prior one, there remains a little relationship between the leaders and the employees that are opposite in the case of the latter one (Rezaei, Allameh and Ansari, 2018). That is how the organisational structure influences organisational culture. 
In the case of Unilever Plc, the organisation follow the hierarchical structure that looks like a pyramid where one individual or group is in the top position and the others that are called subordinates are under each other individuals or group of people (Unilever.com, 2021). In the case of this type of organisations, the chain of command goes from the top to down and the organisational culture is bureaucratic in this type of organisations. The reason behind that is the employees or staffs have no power in the case of decision-making strategies or plans. Since the employees in this type of organisation have very little relationship with the leaders or top management personnel the company culture of this type of organisations is strict where strict rules and regulations are followed (Karthick, 2010). Although there remain some disadvantages the goals and objectives can be properly achieved through this type of structural organisations. And that is why Unilever is doing far better than the organisations of other structures. 
[bookmark: _Toc66672820]Leadership and Management Approaches of Unilever Plc
The individual is called a leader only when he has the abilities to influence and lead one or more people through some specific goals and objectives (Bell, 2014). In the case of organisations there remain many different leadership and management approaches. Different types of approaches have different advantages and disadvantages. Some of the common leadership and management approaches or styles that are used for influencing the employees are autocratic, bureaucratic, laissez-faire, servant, transformational, transactional etc. Among these approaches, some leadership style provides employees with the chance of expressing themselves and provides priorities to their thoughts and ideas. Also, there remain some approaches where employees don’t even get the chance of sharing their ideas and thoughts with their leaders. For instance, in the democratic leadership management approach, the employees can freely provide their opinion and thoughts about something and can participate in decision-making procedures which is why this leadership style is also called participatory leadership style (Burns, 2012). On the other side, the autocratic or hierarchical leadership style is the quite opposite of this democratic leadership style where the employees get no participation in the decision-making processes of the organisation. 
Unilever Plc follows hierarchical structures within their organisation that are mentioned in the previous part of this report and also figured in the appendix part of the paper. In the provided figure we can see that the president of the organisation is at the top and the other remain under each other following hierarchy. Although the structure of the organisation is hierarchy the organisation follows a democratic leadership style where they provide their employees with the chance of expressing themselves and in sharing their product ideas. And based on these ideas the decisions are made within Unilever within the management of the organisation. As is mentioned in the previous paragraph that the organisation that follows the democratic leadership style provide the employees with autonomy and freedom and participatory strategies. Since the bigger decisions are made within the organisation by using the ideas of the employees the organisational performance is far better than the organisations with other leadership styles (Burns, 2012). Currently, Unilever Plc is operating in around 190 countries and it is possible because they follow this strategic approach in their leadership and management function. 
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Group and team behaviours within an organisation depend on a number of factors that are existing within the organisation. Some of the major factors are roles, size of the group, independence of employees, perception of employees, social interactions, cohesiveness, norms of them etc. (Sinding, Kreitner and Kinicki, 2018). The organisation of different culture will have different factors that have influences on the group and team behaviours within the organisation. In the case of Unilever Plc, there remain some factors too that are affecting the group and team behaviours. These critical factors are independence, perception of the employees of the group or team, specified roles, team cohesiveness, size of the teams, etc. At first, the independence of the employees within the organisation matters the most and the reason behind that is the leadership style with autocratic or bureaucratic there remain so little chance that the employees will have the chance of expressing their thoughts or ideas. That is why the people with those type of organisation will behave strictly and follow the norms and regulations of the organisation (Rezaei, Allameh and Ansari, 2018). But if the organisation follow democracy and provide the chance of expressing the ideas and thoughts of employees then the behaviours of these team will be normal and they will not fear at the time of talking. Since Unilever Plc follows a democratic leadership style the employees or group behaviour is specified based on that information.
The perception of the employees about the organisation plays a huge role in the case of influencing the team and group behaviour as the perception of the employees can increase the performance or provide better behaviour within the organisation or vice-versa (Tidd, 2012). The roles specified by the managers may sometimes influence the behaviours of the team since if the employee is not satisfied with the provided roles by the organisation then the behaviour or performance of the employees will be bad definitely and the opposite can happen too which is why specified roles is a big factor. Team cohesiveness is a concept where members of the team are attracted to each other and that helps them in building greater relationship among them and produce better behaviour within the organisation (Robbins, Coulter, DeCenzo and Woods, 2018). Also, the size of the teams is a critical factor that influences the team or group behaviour since in small teams the bonding and relationship will be created quickly and properly and in the case of big teams or group, the opposite can happen. 
[bookmark: _Toc66672822]The Linkage of Motivation and Perception to Organisational Performances of Unilever Plc
Organisational performance is the outcome where it is checked by the organisation whether the specified goals and objectives are achieved by the organisation or not. Motivation and perception play a huge role in the case of organisational performance in all types of organisation. The reason behind that is the motivation, perception or appraisal methods etc. influence the organisational performance that can be positive or negative (Salameh and Burtonshaw-Gunn, 2013). Motivation is necessary whenever the employees are in trouble where they can’t decide what to do or what not etc. Leaders can influence employees by providing proper motivation and through that, the employees will get the energy to complete the task properly. As well as motivation the perception of them is important too. The reason behind that is the perception of the employees can have a bad effect on their performance if the perception about the organisation is not good and vice-versa. Unilever Plc arranges programs, where motivation are provided to the needed ones and through those programs employees, provide better performance after the program. And creating a better perception and thoughts and brand image to the employees of the organisation, Unilever Plc takes different types of steps where they try to provide employees with the perception about the organisation that will help them in increasing the performance of them (Robbins, Coulter, DeCenzo and Woods, 2018). And the better performance from the employees work as a better performance of the organisation and that is how Unilever is gaining competitive advantage in the marketplace. 
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Conclusion
Organisational structure and culture are related to each other and the reason behind that is a company with a different structure have a different culture. Because the structure of the organisation influences organisational culture and performance (Karthick, 2010). Throughout this report, different aspects of organisational behaviour such as organisational culture, norms, perception, organisational leadership etc. have been discussed and analysed. After the brief discussion made above it can be understood that there remain a number of factors that can influence the behaviour of the employees within the organisation. And when the organisational behaviour or culture is influenced by the organisational structure, motivation, perception, leadership style etc. the performance of the organisation is also influenced by these critical factors within the organisation. 
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[bookmark: _Toc66657955]Figure 1: Organisational Structure of Unilever Plc
Source: (Unilever.com, 2021)
11

image1.png
e s e Creately cm




