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Introduction 
For any organization, it is important to construct the correlation between the different components of organisational structure, organisational culture and the overall organisational performance. The organisational culture and structures are two important elements that will ship how the organisation operates and how the employees of the organisation of functions. So it is very crucial to understand the significance of these elements and ensured that these elements are in a state that is favorable towards the organisation. The following report will be done on an organisation following the different structure, and other organisational practices that affects the organisational performance. It will also focus on conducting an analysis between the relationship of structure, culture, people and the organisational performance.
[bookmark: _Toc500156566]Types of organizational Structure 
Organisational structure is the hierarchy within an organisation that indicates towards the shapes and sizes of the organisation. The organisational structure also determine the functional process of the organisation. It focuses on the system that ensures the rules and regulations that is employed in case of delegation of roles and responsibilities toward the resources within the organization (Judge, 2010). The organisational structure also signifies to the flow of communication within the organisation. The chain of command that is maintained within an organisation is derived from the organisational structure. There are different organisational structures that can be employed in case of different organisations. The elaboration of these structures will be stated in the following. There are four major type of common structure that is employed in organisational practices (Griffin, 2008). 

Functional structure: Functional structure is the most and widely used organisational structure all over the world. The functional structure focuses on the specialisation of the workforce. It is a bureaucratic organisational structure that focuses on the specialisation of its workforce and the division of the internal resources within the organisation are also done on the basis of the functions they're doing (Dessler, 2006). For example a typical organisation with functional structure will have different departments such as marketing, sales and operation that it will follow a functional organisational structure.
Divisional organisational structure: The divisional organisational structure is employed in case of organisations that has a wide array of products and different subsidiaries. The internal resources within the organisation are divided depending on the products and subsidiaries they have. The organisation also device the team depending on the different projects that the organisation is running (Allen, 2011). A typical example of an organisation with divisional structure will be multinational organisation of fast moving consumer goods. This type of organisation divide the entire team into division depending on their different products, projects and subsidiaries that are within the organisations operation.
Flatarchy: This particular structure is implemented in case of startup business organisation where the structure is flat and it generates a high speed in terms of implementation. This kind of organisational structure provides the resources with a lot of autonomy as it flattens the typical organisational hierarchy and chain of command a typical example of an organisation in playing this particular structure will be in a startup where resources within the organisation have fair share of autonomy in decision making process (Taylor, 2005).
The Matrix organisational structure: Matrix organisational structure is the most complex and least implied organisational structure. This organisational structure delegates responsibilities among the resources irrespective of any criteria or standardization. For example an organisation with the structure may have a same employer functioning in the cells as well as the customer Service Department. In an organisation with lack of resources and increase of functions may implement this kind of structure (Gilbreath & Harris (2002). 
In case of the chosen organisation Kellogg's it implements the divisional structure into practice. The organisation have different products, projects and subsidiaries and their resources a delegated responsibilities depending on the products, projects and subsidiaries.
[bookmark: _Toc500156567]Types of organizational Culture 
The components that creates the social and psychological environment of an organisation are regarded as the organisational culture. There are different values and behaviours, and organisational practices that shapes the environment of an organisation these in combined are considered as the organisational culture (Lend, 2010). The organisational culture includes the organisations Expectations, organisations experience, the mission and vision of the organisation and the value it breeds in itself. The organisational culture is founded on the foundation of attitudes, beleifs, and written or unwritten rules that have been considered as valid. 
The culture of the organisation is very individual and varies is from organisation to organisation. Elements that shapes the organisational culture can be similar but the implication of those elements in practical perspective is different in organisations. In the following the different organisational cultures that are implemented in today's world will be discussed and interrelated with the organisational culture of Kellogg's.
According to Handy, there are 4 types of organisational culture. These 4 types of organisational culture will be discussed in the following. 

Power culture: In an organisation that has power culture the power of decision making and chain of command radiates around one single. The individuals that has the most power within the organisation holds the autonomy in decision making. In power culture the power is hold by individuals who has higher influences within the organization (Kondalkar, 2007). The benefits of power culture is quick decision making and lack of bureaucracy. However the quick decision might not be beneficial for the organisation in the long run.
Role culture: In an organisation that has role culture the foundation of this culture is on different rules regarding the roles and responsibilities of the individuals. In case of these organisational culture, power is derived from the roles and responsibilities of an individual. The different structures within the role culture is mostly tall structure where the individual roles and responsibilities remains at the top. In a role culture most of the resources are aware of the roles and responsibilities they have (Griffin, 2008). Advantage of this culture is that there are different resources with different responsibilities however due to the decentralization the Bureaucracy within these culture is prevalent (Farmer, 2012).
Task Culture:  According to Chandler (2003) the organisational culture that delegates roles and responsibilities and designs team is depending on the different tasks and project in their hand is defined as the task culture. In the task culture the teams are developed for her certain amount of time for certain responsibilities. The focus of efficiency is on the tasks the resources are doing and the measurement of efficiency is also based on the results that are derived from the projects and tasks (Mullins, 2007). Success of the task culture depends highly on the dynamic of the team. If the team is able to co-operate with the focus on gaining the organisational objectives then the task culture will be effective in case of the organisation. 
In case of Kellogg's, the role culture is present inside in the different divisions that are presence within the organisational structure. The inter relation among the divisional structure and role culture of an organisation is very common and effective. The role culture is best suitable for divisional structure because the different divisions has separate roles and responsibilities that can be most utilize to implementing the role culture in practice.
[bookmark: _Toc500156568]Interrelationships of organizational structure, culture and organizational performance 
To what extent and Organisation can perform towards the optimum standard will highly depend on the organisations structure, culture and the resources within the organisation. There is a necessity of complete synchronisation among the organisational structure, culture and collaboration among the resources in order to ensure efficient organizational performance (Armstrong, 2009). There is significant interrelationship between different components of organisational structure, organisational culture and performance of the resources. The inter relation among the different elements of organisational structure, culture, people and organisational performance can be interrelated for the following components within the organisational performance. 
Synced objective: Interrelationship among the organisational structure and culture will ensure that there is a synchronisation among the objectives of the organisation. If there is no inter relationship among the structure in the organisational culture there will be no synchronisation among the objectives of the organization (Charles, 2013). As in case of Kellogg's the organisation has divisional structure so there has to be a synchronisation of objective among the different divisions that are operating within the organisation do with the large pool of products and subsidiaries. So the objective has to be synchronised among the different departments within the organisation as well as among the entire organisations culture as well. All of the resources within the organisation needs to know where they are headed and what are the roles and responsibilities they have to conduct individually (Farquharson, 2013).
Integrated Communication: For an organisation to have integrated communication between the different departments and divisions within the organisation it is very important to have organisational culture that will include this particular practice. A structured organisational structure will smooth the process of communicate delete towards an integrated communication among the different departments within the organization (Taylor, 2005). It will also provide the resources within the organisation to have their say in the decision making process of the organization. This is how the implication of a processed organizational structure has in an open organizational culture in terms of the performance of the resources within the organization. 

Functionality: The basic objective of an organisation structure is to increase efficiency in the function. Efficiency in the function of an organisation will lead towards a better performing organisation. As a result the significance of a proper organisational structure that will empower the organisational efficiency is essential. In case of Kellogg's the organisation implements of Divisional organisational structure. The objective of implementing this structure is to ensure efficiency in every departments of its operation. As a result the organisational culture of Kellogg's has developed to be a role culture that also focuses on the roles and responsibilities of the individual. Both the organisations structure and culture focuses on the increase of efficiency in the performance. The organisational culture and structure also ensure that the resources within the organisation is in alignment and also motivated through the implementation of different practices within the organisation. With a collective effort of organisational structure, and collaboration among the people will lead towards a high performing organisation.
Efficiency in operations: The culture that is practiced within Kellogg's is the role culture. The focus of the role culture is to ensure that the individuals are aware of their roles and responsibilities and functioning accordingly. In Kellogg's the organisation practices different controlling measures to standardise and compare the performance of the resources. This practice of the organisation will lead towards evaluating the different performance of the resources and take corrective measures if necessary (French, 2010). Along with that the Divisional structure is implemented in order to give autonomy and Independence to the different divisions of Kellogg's. The objective of providing the autonomy and Independence is complete efficiency in the operations of the different departments. In case of Kellogg's, organisational structure as well as the organisational culture is complementing each Other. As a result the organisations have higher tendency to ensure efficiency in performance through the collaboration of both the organisational structure and organisational culture.
[bookmark: _GoBack]Holistic performance: An integrated organisation with aligned organisational structure, culture and people will able to ensure Holistic development in the organisational performance. As the organisation follows the Divisional structure and success with any different divisions and departments within the organisation will eventually lead on to developing the organisation towards Holistic development (Lend, 2011). The above mentioned components are essential for ensuring a high performing organisation and it is only possible if the organisation is implementing proper integration among the organisational culture, structure and empowering the resources towards higher performance.
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Conclusion 
Organisational structure, organisational culture, people and performance are crucial and integral part of an organisation. There has to be efficiency and alignment among all these components in order to ensure that an organisation is performing in an optimum manner. The report focuses on the different types of structure that is present and focuses on the implementation of the structure in terms of the chosen organisation which is Kellogg's. Along with that it points towards the organisational culture in has and how it is bringing efficiency in their Holistic performance. A proper analysis on the interrelationship between organisational structure, culture, people and organisational performance has been conducted in the report.
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