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[bookmark: _Toc68617473]Introduction 
Current social work environment is made up of various organizations working together with different perspectives on ethical values in order to implement quality processes and structures and organizational performance. Organizational culture and performance management practices are closely connected. Understand the significance of culture in impacting employee conduct and accomplishment throughout public sector organisations is one thing; however, ethical behaviour, organisational structure, and leadership are also critical components for productivity and profitability. The Adidas structure, culture and its influence on the organization's effectiveness will be examined and evaluated in this work. This report it will be structured in tree main parts. First par it will cover introduction with company background. The second part will include analyse of Adidas culture, structure, performance, the role of Adidas leadership and Adidas behavioural approach. Conclusion with some recommendation it will be provided in the third part.
[bookmark: _Toc68617474]Company background 
The name "Adidas" is an abbreviation of the quote "all day I dream about sports," and it is derived from the creator, Adolph "Adi" Dassler. He and his brother started the business that would go on to get to be a global brand. Flippo (2019) defines formalised formal Adolph (Adi) Dassler, a 20-year-old soccer player, invented spiked shoes for track and field in 1920. Adi and his brother Rudolph (Rudi) formed the German sports shoe company Gebrüder Dassler OHG—later identified as Adidas—four years later (Adidas, 2021). In the early twenty-first century, this athletic footwear, clothing, and sporting goods retailer was Europe's largest as well as the world’s second largest (after Nike). First business properly focused in 1936, at the summer Olympics in Berlin, when Jesse Owens, a famous track star, wore Adidas shoes. Adidas products have culturally been labelled with a three-stripe label, which is still present in the brand's current "trefoil" and "mountain" logos. Adidas' purpose is to be the leader in the global goods industry with brands that are built on a sports ambition and a relating to environmental. Adidas is a top manufacturer in the athletic footwear market, and while this market has evolved rapidly in recent years, it is also known for strong competition. As a result, businesses invest in a variety of areas to address competitive pressures such as advertising, human resources, and activity control (Adidas, 2021).
[bookmark: _Toc68617475]Analyse the relationship of Adidas organisational structure, culture with company performance 
[bookmark: _Toc68617476] Adidas organisational structure
 The organisational structure provides the foundation for work performance and operations, management systems, and the efforts of groups and individuals to accomplish the objectives. However, organisational structure is a series of systems that divide and organise specific tasks  (Gold, et al., 2001). Organizational structures can be formal, informal, flat, hierarchical, divisional, matrix, or functional. A formal structure is a constructed template that defines a comprehensive attempt to form a set of connections between members that will successfully achieve the goals. An organisation will keep its organisational structure stable by delegating power to lower-level administrators and non-management personnel. The matrix structure creates an adaptable framework that is perfectly suited to the need for environmental changes. The divisional organisational structure is also better suited to any large company, particularly those that operate with multiple products (Ezigbo, 2011). 
The structure of the Adidas organisation is well organised, with various operation partitions such as development, sales, R&D, customer service, logistics, procurement, and human resources, as well as clearly defined roles at all levels. Adidas has a structured framework that clearly identifies a high organisational structure for the operating condition of their objective, so Adidas' organisational structure symbolises their strength from top to bottom, ensuring that each major decision is made at the top level and passed down (Slack & Parent, 2006). The Adidas Group consists of four representatives, one Chief Executive Officer, three members of the Board representing investors, and former member representing employees. The Supervisory Board is responsible for ensuring that the Executive Board's direction and vision are immediately followed by the significant number of the corporation.
[image: ]

Figure 1. Adidas’s hierarchical organisational structure

[bookmark: _Toc68617477]Adidas Culture
 The extraordinary successful companies are distinguished from the rest by their organisational culture. It has the potential to be a significant competitive advantage. Companies' cultures vary, but the big winners consistently make culture a goal for their organisations. 
According to Loewe and Dominiquini (2006), organisational culture and principles, together with leadership practises, administrative systems, staff, and skills, are among the four main fields of effective transition implementation. Centred on these areas, strategic internal competition is meant to be a long-term growth mechanism rather than an unintended, short-term effort (Loewe & Dominiquini, 2006). The corporate culture profile is an assessment that defines the company's defining characteristics. This can include corporate principles, goals, and team dynamics overall. Data on how external powers have affected the company may also be included in the profile. Organizational culture may either promote or stifle collaboration, knowledge sharing, experience, and concept effectiveness. An interactive culture that encourages participation by all teammates in the planning process is conducive to workplace collaboration and programme, while a culture built on hierarchical discipline is not beneficial to imagination and creativity. Cultures that foster creativity are characterised by enthusiasm, versatility, rapid adaptation to evolving situations, and settlements. The essential to supporting and promoting the development of innovation within the organisation in order for workers to work toward reaching goals and completing tasks. Adidas' organisational culture is important in the business, regulating participants' behaviour and, in extreme situations, ruling the company. If the organisation has been following a similar and effective approach for some time, meeting goals and targets would be easier and achievement is a given.
Herskovits, for example, suggested a wider definition of civilization more than four decades ago when he argued that culture was a "human-made component of the world"  (M.J.Herskovits, 1955). Adidas invests more than ever in human resources in order to achieve a major competitive advantage; therefore, the focus at Adidas is on fostering a culture of collaboration among employees that positions the growth and career management of employees at the core.
In comparison to career growth programmes, it emphasises on developing an environment that successfully recruits people and can keep them for a prolonged period of time. Over the past five years, the firm has made several significant changes to its business model. Adidas, on the other hand, insists on building a people-cantered community that respects the value of its employees and assists them in meeting their work goals for change significant and long-term consequences an enterprise's human resource capital plays a significant role in the expansion of its bottom line and the performance of its business plan. What they do has an effect on the company's final [image: ]outcome and future (Adidas, 2021).

Figure. 2 Adidas culture
Source: https://www.adidas-group.com/en/group/culture/
Adidas claims that their workers are vital to the company's growth. They have tremendous skills in the organisation, as well as a desire for athletes and their forms. It is their people who bring the plan to life and make the difference in achieving their long-term goals. They develop the person's mind-set through a collection of traits they want to see in their men, who are at the core of their organisational culture–the 3Cs – Trust, Teamwork, and Innovation. Adidas' faith stems from knowing that they do not have any of the answers, but they are able to take chances and learn new stuff. Even if they fail, it is part of their education–it strengthens them. Adidas believes in collaboration and recognises that they are stronger together. Winning as a team needs open and honest communication, inclusiveness, and confidence in each other's abilities and talents. Another Adidas confidence is Creativity, as inspiration is needed to achieve the greatest sporting firm in the world (Adidas, 2021).
[bookmark: _Toc68617478]Adidas organisational performance
It is significant to mention that there is a great deal of connectivity between Adidas' structure, leadership, and engagement. The field affects and forms each other, and improvements in one can have an impact on another. This is consistent with Leavitt's (1964) argument that the main and most successful areas of central power are architecture, staff, and technology; Getting involved with each of these variables is very likely to have a major influence is from the other two (Leavitt, 1964).
The Adidas marketing strategy was highly focused on designing products directly to satisfy consumer demands. It also focuses on accelerating brand growth and production by constantly refining infrastructure, processes, and programmes. This strategy has encouraged people from all over the world to acquire Adidas common stock, and the brand has expanded gradually over the years. 
Bloisi asserts that good teamwork is required to achieve operational success, and communication breakdowns cause a variety of organisational problems, ranging from inability to execute basic commands to poor productivity and functional stability. With this in mind, the contact speed and efficacy are not as good as they should be due to Adidas' Tall construction that has a minus –slow communication (Bloisi & Hunsaker, 2007).
Structure, leadership, and teamwork all have an effect on Adidas' performance and competitiveness. The structure of an organisation defines how effective and successful its operations are. Leadership, as well as participants' talents and abilities, have an impact on the entire organization as well as how they aspire to accomplish the goal of greater efficiency. Interaction ultimately defines how quickly changes are done, how satisfied and eager employees are, as well as how much improvement they can resist / catalyse. Some issues, from the other hand, have an effect on both of the above fields and hence affect the outcome. The first of these topics is the organization's growth and progress. Size has an impact on the structure, allowing it more hierarchical (Leavitt, 1964).
Scale also has an effect on the human aspect, making contact more complex and causing individuals to distance away from their bosses (Leavitt, 1964). Employees at Adidas should then learn to cope with it, change organisational aspects in regards to growth, and have one in charge of those changes. Discomfort, resistance, and pessimistic emotions were caused by a lack of time and work difficulty. In terms of conferences, the availability of social vertical contact needed reaches the necessary amount, requiring time from senior management, middle managers, and employees. The current system has proved to be the most rational, as Leavitt (1964) states it is the only one that enables for large complex operations organisations to be successful in their efforts. Nonetheless, both leadership and engagement were found to be insufficient; in particular, managerial skills, inadequate touch, and impersonal communication. To assist Adidas in increasing area and production, the organisation must change its collaboration methods and continue to introduce more and more creativity.
[bookmark: _Toc68617479]Adidas role of leadership 
Leadership is also an essential component of a structure's effectiveness and reliability. A manager who lacks the desire to direct others, a manager who does not take on a leadership role, will never be successful in putting together subordinates and corporate needs to support productive operations. Strong leadership is a critical part of Adidas' leadership strategy. In addition, Adidas is developing a new leadership division known as the Important Application Work Attitudes. Adidas' key leadership committee has established the first template for executive culture in an attempt to increase accuracy and accountability. It is essential for leaders to be flexible in their management styles, according to Fred Fiedler's principle. The dictator is the root of rewards in path-goal theory, which is based on the guarantee of benefits. The boss who hires the required leadership styles should instruct the subordinate to complete the best task possible. Leadership was seen as a combination of personality characteristics such as self-confidence and concern towards others (Tosi, 1970).
Adidas devised a plan to broaden the market and make their name more famous. They improve the consistency of their products to make their brand more competitive and resilient. Adidas has not only complete leverage of their business model, and they also even have strong lead in the manufacturing process. Adidas faithfully directs and supervises their employees from the beginning to the conclusion of the manufacturing chain phase, which is why the business has been so well-known and prosperous today. It can be noted in this review that management preparation and explicitly articulated goals from senior management would enhance the level of leadership (Adidas, 2021).

[bookmark: _Toc68617480]Adidas ethical behavioural approach

Gresham (2004) contend that both corporate and human influences affect ethical actions. While organisational factors are unique to the region, they exist in the individual's work environment and affect people's ethical actions either explicitly or implicitly. Many organisational variables definitions are important, such as a code of ethics, ethics education, compensation method, setting, structure, and so on (Graham, 2004).
[bookmark: _GoBack]Adidas has set a number of targets for reducing its carbon footprint. It has pledged to increase waste generation, electricity use, and water use by at least 20% by 2020. Adidas was a contributing member of both the Better Cotton Initiative and the Sustainable Clothing Partnership. It is also committed to gradually the use of natural fabrics and ensuring that 100% of its cotton supply follows the norm.
[image: ]Adidas manufactures sneakers and clothing from recycled polyester from 11 plastic bottles per item. The plastic is exported from the Maldives' marine field, and the company shipped one million pairs of Parley shoes by 2017. The movement has primarily been promoted as "save the oceans" through the use of "ocean plastic." However, the waste is collected from marine areas as a preventative measure to stop pollution entering the environment.
Figure 3. Adidas Parley cooperation (Adidas Parley, 2019)
Source: https://sevenseasmedia.org/adidas-x-parley-sports-gear-inspires-elite-athletes-like-olympian-joao-de-lucca/

[bookmark: _Toc68617481]Conclusion
As a result of analysing Adidas' organisational behaviour, as well as the relationship between group structure, community, and success, it is possible to infer that Adidas is working successfully to achieve their goals. They know the importance of their society and have put it into reality. As a consequence of the tall hierarchical structure, they need to enhance coordination. Adidas's strengths include a talented executive team with an excellent business approach in markets, brand recognition and public profile, creativity and variety in web-based developments, close leverage of its own value proposition, a strong customer base, and a stable financial position with little long-term debts. At the end of this report, executive recommendations were provided.
[bookmark: _Toc68617482]Recommendation 
Adidas's creativity success is evaluated by four essential aspects: systems and resources, community and meaning, individuals and abilities, and leadership and operation. Systematic methodology and methods for producing and developing new ideas, as well as retaining quantity of products, are needed. In specific, the participation of a large number of people in the use of technologies and the best utilisation of administrative capital as a consequence, an inclusive society that promotes cooperation and acknowledges challenges, as well as management and organisation, need to build on a mutual sense of innovation.
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