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[bookmark: _Toc81297305]Introduction 
Defining organisational structure and culture is essential for any business because the two form the base of any organization. A business owner must understand the difference between these two variables to understand better the influence one has over the other. The structure defines the rules and policies formed by the company to achieve its objectives, while the culture shows the values, behaviours, and attitudes of workers, and it governs how employees complete tasks and interact with each other within the workplace (Janićijević, 2013). In other words, organisational structure binds employees together and gives the company direction. Since organisational structure and culture are intertwined, one definitely depends on the other for its existence. The two variables should allow employees to thrive and obtain satisfaction from the work environment. This paper will explore the relationship between organisational structure and culture, their impact on each other, and their mutual impact on Unilever’s organisational performance. 
[bookmark: _Toc81297306]L.O 1: The Relationship Between Organisational Structure and Culture
Both the structure and culture are crucial for business success, and understanding the dynamics of this relationship helps business owners to plan effectively for the organisation as a whole. The two variables have high predictive and explanatory power to explain the causes and forms of employee behaviour in an organisation. Organisational structure and culture have an interdependent relationship. The structure provides the framework, policies, moral values, and strategies, which ultimately shape the organisational culture. The choice of structure determines the company’s tax liability and how daily operations are carried out. On the other hand, organisational culture reflects the work ethic, mentality, and attitudes of the business owners and employees. These are the unwritten rules that reflect the employee’s work ethic and the overall company structure. Every employee is expected to follow these rules to fit into the company’s culture, which defines the standards and how they should carry themselves (Looy and Backer, 2013). 
Unilever, one of the largest consumer goods companies globally, understands the importance of establishing an open, strong, innovative, and creative organisational structure and culture to remain effective and successful. This helps the company to maintain high organisational performance and to achieve its mission and vision. According to Peters and Waterman (1982) as cited by Lim (1995), ‘successful organizations possess certain cultural traits of “excellence’ (p.16). These cultural traits of excellence comprise the organisational culture of a company. For example, Unilever Plc. attributes its success to the culture and policies that its leaders have established over time. The company is successful because of the competence of its leaders and their continuous support for the improvement of Unilever’s culture. The company’s corporate culture enhances growth and improvement in other aspects, including production and human resources (Gregory, 2017).
Additionally, organisational structure and culture determine how business decisions are made. Organisation structure forms a pyramid, with the top management at the top, bearing the most powerful authority as it controls the overall functioning of the business. Employees at different levels have different power levels and authority as the pyramid goes downwards. Therefore, organisational structure and culture have a significant impact on performance of the company. For instance, top management makes most decisions in companies that follow strict leadership hierarchies, limiting freedom and employee engagement and creating a rigid or less effective organisational culture. This type of structure demotivates workers and negatively affects their performance (Looy and Backer, 2013). However, if the structure is decentralised, employees are free to contribute to decision-making and authority at all levels, thereby developing a more innovative, independent, and exciting culture. As such, employees are free to communicate and engage in decision-making process, thereby maintaining their motivation and loyalty towards the company. Such workers become innovative and exhibit positive improvement and excellence in their work. Therefore, organisational structure decisions determine the organisational culture since the distribution of authority and responsibility influences employee behaviour and performance (Janićijević, 2013).
[bookmark: _Toc81297307]1.2: How Organisational Structure and Culture Can Influence the Organisational Performance
Based on the size, scale, and nature of operations, every company has a unique structure and culture. These aspects should enhance managerial competence, which then improves employee performance and motivation. Organisational culture and structure are some of an organisation’s key assets that have been studied extensively due to their impact on organisational performance (Zheng, Yang, & McLean 2010).  Administrators usually adjust their leadership practices to align with the company’s mission, which influences employees’ job satisfaction. Therefore, managers need to understand how the organisational structure and culture, leadership behaviour, and employee satisfaction influence organisational performance. As cited by Yildiz (2014), Georgopulos ve Tanenbaum (1957) define organisational performance as “the extent to which the organisations which have certain sources and means fulfil their objectives exploiting overlapping capacity without creating a further burden for employees”(p.57).
Over the years, Unilever has maintained a culture that focuses on the high performance of human resources. Consequently, this corporate culture enables the company to maintain stable performance in the consumer goods sector. The long history of this company depicts an organisational culture that takes performance and quality very seriously while emphasizing the importance of employee output. This explains why Unilever has grown significantly from a small company to a global organization (Gregory, 2017). This success is made possible by the company’s corporate culture that instils high performance and quality of employees’ work ethic to maximise output.
Consequently, the high quality of output ensures that Unilever’s consumer goods maintain competitiveness in the global markets regardless of the stiff competition. The company’s primary values are; integrity, respect, responsibility, and pioneering. Additionally, the company’s mission statement, ‘to add vitality to life. We meet every day needs for nutrition, hygiene, and personal care with brands that help people feel good, look good and get more out of life” highlights the emphasis on quality and product effectiveness. The company continues to utilize technology and innovation in all aspects of its internal business operations, including human resource development. 
Unilever’s organisational structure enables the company to maintain adequate support for product innovation in the global market. The structure reflects the design that shows the order and the systems for building and interconnecting various components, including offices and teams. Most business owners believe that a flexible organisational structure is the most effective, and Unilever is not an exception. This type of structure comprises fewer managers, less formal rules, and less centralization, thereby pushing employees to think for themselves and experiment with new ideas. The company’s structure allows the business to adapt to changes in the global consumer goods market (Young, 2018). As a result, all employees in the hierarchy enjoy more freedom, regardless of their positions in the company. Therefore, the company Unilever’s organisational structure supports diversity in its global operations. This stance explains why the company has a group of directors to maintain a flat organisational structure and diversity and unity that the company highly values.  Each organisational structure and culture needs its own strategy, and the management should understand them well to develop the most appropriate strategies based on the business needs. Therefore, Unilever’s structure enhances product development, thereby enabling the company to maintain its top position as one of the largest consumer goods companies in the world. Additionally, the culture within the organisation is crucial because it determines whether employees enjoy a happy and healthy working environment. The company also ensures that the culture and management systems are perfectly aligned, which improves employee behaviour, leading to the achievement of organisational goals.
[bookmark: _Toc81297308]L.O 2: The Essential Nature of Managerial Work and The Role of Leadership
[bookmark: _Toc81297309]2.1- The Essential Nature of Managerial Work
	Management is considered a standard process in all business functions. Effective management helps organizations to achieve their goals and to remain competitive in the global environment. Management is defined as ‘the process of planning, organizing, directing, and controlling the activities of employees in combination with other resources to accomplish organizational objectives.’ (Black, Gardner, Pierce, and Steers, 2019). Therefore, managers are responsible for coordinating and overseeing the work of others to meet goals that they could not do alone. In broad terms, the management ensures that the company attains its primary goal and maintains its effectiveness through coordination and utilization of the available resources. For this reason, quality managers are the mark of excellence in any organization.
There are three general levels of management: executives, middle management, and first-line management. Executive managers occupy the top of the pyramid, and they oversee the entire organisation, especially its strategic orientation. Middle managers at the centre of the hierarchy coordinate the operations of major departments and sometimes manage other lower-level managers. Finally, first-line managers are responsible for the rank-and-file employees and perform daily activities within their respective departments. Managerial competence is an essential aspect of an organisation because it has a significant impact on organisational performance. According to Li, and Voola, ‘a manager acquires a set of competencies, which then are applied in the form of behaviour, producing beneficial outputs (p.4). Therefore, a competent manager possesses abilities, knowledge, and skills that enhance the adequate performance of their tasks to help them carry out their managerial roles well. Some of the factors that affect managerial competence include organisational structure, culture, size, and technology. Furthermore, managerial competence acts as a mediator in the relationship between organisational structure and culture as shown in (Figure 1).
[image: ]
Organisational structure and culture affect managers’ values, beliefs, and attitudes, thereby affecting their skills and knowledge that are necessary for their effectiveness and efficiency (Li, and Voola). The structure and culture of an organisation hold the workers’ values and norms, which facilitate organisational performance, thereby improving employee motivation and satisfaction. Therefore, the management of Unilever utilises organisational structure and culture to develop managerial competence, resulting in high organisational performance. 
[bookmark: _Toc81297310]2.2- The Role of Leadership
Effective business leadership emanates from the ultimate commitment to creating a working environment that meets people’s desire to make a meaningful contribution and have an opportunity for growth. Leadership is an art based on deeply held beliefs and principles, where leaders are expected to offer direction, structure, trust, and hope to their subordinates. Leaders should possess knowledge and skills that enable them to take an active role in the team effort of decision making. Unilever’s leadership approach emphasizes human relations and group motivation, which lead to effective performance. When the leadership and employees have a good interaction, workers will develop team collaboration and communication, thereby accomplishing Unilever’s set objectives and enhancing job satisfaction.  According to O’Donnell and Boyle (2003), effective leaders should focus on the following critical roles as they seek to create a more developmental and performance-oriented organisational culture;
· Establishing a climate for change
· Act as champions of understanding and managing culture by developing a clear strategic leadership that reflects the consistency of organisational culture
· Promoting employee engagement and empowerment through projects that promote the desired managerial thinking and involve workers in the change process
· Team orientation by emphasizing team projects that promote the desired core values of the business
· Build trust and inspire hope 
· Provide direction and create structure as they help everyone to understand their role in achieving the organisation’s strategic objectives
·  Tracking cultural change to identify any challenges that may undermine the underlying organisational assumptions
· Training, rewarding, and recognition of employee efforts to promote a winning culture
Ultimately, Unilever is committed to keeping great leaders who create and share a comprehensive strategy, which enhances the successful execution of organisational structure to create a successful business. The leaders provide a favourable environment where employees can thrive and contribute meaningfully to the overall growth and development of the organisation (Hodges, 2018).
[bookmark: _Toc81297311] 2.3- The Variables that Determine Effective Management and Leadership
There are three main variables to leadership and management. These include;
· Characteristics of the leader
· Characteristics of followers
· Characteristics of the situation involving the leader and the followers
A leader’s effectiveness is determined by their ability to relate to these three variables and choose the most appropriate leadership style. An effective leader should possess high flexibility and social sensitivity when dealing with the constantly shifting relationship of these three variables. This makes them emotionally mature and aware, which helps minimise the effects of personal hang-ups that sometimes affect their leadership decisions (Leonard, 2020). Unilever’s management seeks to work as a team towards product strategy to achieve the unity that most organizations lack. 
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[bookmark: _Toc81297313] 3.1- Behavioural Approach to Management
	Behavioural approach to management evolved after managers discovered that the classical approach was ineffective as it failed to achieve workplace harmony. This new approach acknowledges the human aspect and the person’s viewpoint, unlike the classical approach that viewed organisational performance from a production perspective. The behavioural approach is divided into two categories; the human relations approach and the behavioural science approach. 
	The human relations approach encourages managers to understand their subordinates’ behaviour, and the impact of psychological and social factors on their work. This approach defines how differences in individual behaviour influence the processes and functions of management. The approach emphasizes that managers should understand that their subordinates require recognition and social acceptance. Thus, human relations and technical skills are essential for managers to achieve organisational goals and objectives. 
The behavioural science approach extends the human relations approach because it values the employees’ behaviour, attitudes, and performance. The approach focuses on the nature of work and how it will meet the employee’s human needs to present their skills and experience. Unilever understands the effectiveness of this approach because they value communication, employee recognition and empowerment, quality performance, effective leadership, and group dynamics that this approach integrates into their operations (Chaturvedi, 2017). 
[bookmark: _Toc81297314] 3.2-The Factors That Affect Differences in Individual Behaviour at the Workplace
The most challenging issue in contemporary organisations is managing people. Organisational behaviour involves studying an individual, group, and the entire organisation to understand the effect of organisational structure, culture, and performance. Human behaviour is complex as it differs from one person to another, and managers need to understand this fact to achieve effectiveness and success within the organisation. An individual initiates the fundamental element of an organisation, which depends on the person’s commitment to the organisational goals and objectives, as the individual benefits from the tools provided by the organisation.
Communication is an essential aspect of individual behaviour as it determines one’s success in their work. Managers and their subordinates should embrace effective communication, especially when handling stress and conflicts. They should identify actions that influence people’s behaviour in the workplace to make the organisation operate effectively. These factors that affect differences in individual behaviour include; values, attitudes, personality, motivation, learning, skills, and abilities. Others include age, gender, race, and culture. Values and personality determine people’s preferences and places they consider most comfortable. Personality may affect individual behaviour, but it is essential to analyse the context of that specific behaviour. Unilever employees form a basis of trust and cooperation to execute their roles and for motivation to be effective.
[image: ]Figure 2: Factors that affect individual behaviour in an organisation

[bookmark: _Toc81297315]Conclusion 
This paper has highlighted the relationship and the importance of organisational structure and culture in organisational performance. This relationship is influenced by work-related variables like attitudes and organisational behaviour. There are some lessons that other managers can learn from Unilever. This company has maintained its high global performance for a long time through adjusting its organisational structure and culture to match the international standards.  As discussed, organisational culture defines employees’ values, attitudes, and conduct, while the structure reflects the overall framework showing the order and systems for success. The paper established that employees recognize organisational structure and culture elements and that management is committed to the organisational values as they carry out their daily operations. Managers should keep their employees motivated, which will help the company maintain its competitiveness in the global market and establish an effective workforce. Every organisation should purpose to develop a favourable working environment for workers to achieve organisational goals smoothly. As they do so, they should understand the differences in individual behaviour and learn how to utilize such differences to make the organisation successful
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