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[bookmark: _Toc49207852]Introduction
Several factors need to be kept in mind while opening an organisation. These factors control and influence the whole business organisation fundamentally (Armstrong, 2012). Organisational structure and organisational culture are two of these factors which drive the operation of the whole organisation (Cooper, 2005). The focus of this essay is the influence of culture and structure on the business of Aviva Plc.

[bookmark: _Toc48515696][bookmark: _Toc48519772]Organisational Review: Aviva Plc
Aviva is a public limited company operating in the United Kingdom. It was founded in 2000 as a result of the merger between CGU Plc and Norwich Union. Aviva operates in the Financial Services industry as a multinational insurance company. It is headquartered in London but operates in 16 countries, and has nearly 33 million customers (About Us - Aviva, 2020).
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Image: Logo of Aviva Plc (About Us - Aviva, 2020).
Aviva Plc offers various services to its customers, including life insurance, pensions, and general insurance. It has approximately 31,700 employees in the current year (About Us - Aviva, 2020).


[bookmark: _Toc48515697][bookmark: _Toc48519773][bookmark: _Toc49207853]1. Analysing the Relationship Between Structure, Culture, People and Organisational Performance
[bookmark: _Toc49207854]1.1 Organisational Structure
What we define as the organizational structure is a system where an organization assigns and diverge tasks between the employees. The ranking of tasks is defined by the structure for the employees so that they get an idea of each of their position and responsibility (Raynes, Pratt and Roses, 2017). Without an organizational structure, it is almost impossible to manage an organization because every organization consists of numerous employees for its ventures.
A business can use several structures to integrate and implement together, some of which are discussed below.
1. Functional: Among the common organizational structures, the first and most common one is the functional structure. This structure is also known as a bureaucratic organizational structure that divides a company and the tasks based on the distinctiveness of its activities (Raynes, Pratt and Roses, 2017). Dividing a business organization into sperate divisions is done with this structure and implemented in most small to medium size businesses.
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Figure: Functional Organisational Structure (Raynes, Pratt and Roses, 2017).
2. [bookmark: _Hlk49207869]Division: The divisional structure is implemented mostly in large organizations. As the name suggests, it’s a multidivisional structure where each division of a company gets individual leadership capabilities depending on the type of products, campaign, services, etc. (James, 2015). An excellent example of the divisional structure is Johnson & Johnson. With a variety of products and campaigns, the company is divided into individual sectors that function as a company itself.
[image: ]
Figure: Divisional Organisational Structure (James, 2015).
3. Matrix: This is the most confusing and least used structure among the traditional ones that are used. It’s a structure-based fully on campaigns and projects where employees are assigned tasks not related to their division but to the project they handle (Raynes, Pratt and Roses, 2017). In this structure, an employee can be responsible for both the sales and management departments depending on their project.
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Figure: Matrix Organisational Structure (Raynes, Pratt and Roses, 2017).

[bookmark: _Toc49207855]1.2 Organisational Culture
Organizational culture is an overall situation of a company that is defined by the values and norms of the majority of the employees (Kummerow and Kirby, 2013). It is a very important aspect of the company since a company is run by mostly the employees and their behaviour to the company goals and mutual communication has an impact on the outcome of the company.
The organizational cultures are discussed below:
1. Hierarchy: Hierarchy is an organizational culture where an employee can’t perform tasks without the approval of their superiors. Most organizations follow the hierarchy culture since it implements authority over the employees, keeping everything in order (Kummerow and Kirby, 2013).
2. Market: The market is a competitive structure in an organization that focuses on the specific skills and outcomes of each employee (Turner, 2014). Since there is no fixed order of management, employees have the freedom to perform as they wish as long as the set goal of the company is fulfilled.
3. Clan: The clan culture is based on teamwork and the assistance of each other. A friendly and helpful work environment is necessary for this culture as the employees are assigned to different teams or clans to work together (Kummerow and Kirby, 2013). Divisional organizational structure works best with clan culture.
4. Adhocracy: This is a unique organizational culture that differs widely from traditional ones. Creativity and thinking outside the box are heavily encouraged in this structure and enables every employee to perform with freedom (Turner, 2014). The only requirement the employees need to maintain is to keep up with the changing work environment which can be a very daunting task for old generation people. This culture is thus seen mostly in organizations run by youths.

[bookmark: _Toc49207856]1.3 Relationship Between Organisational Structure, Culture, People and Performance
Aviva Plc prioritises its employees, i.e. the people in the organisation more than anything else. As an insurance company, the relationship between its employees and its customers is crucial for its success and profitability. As a multinational company operating in 16 countries, Aviva cannot ignore the impact of its employees on its customers (About Us - Aviva, 2020). For this company, skilled employees are directly responsible for its sustainability, more so than companies in other industries. Thus, it makes sense for the company to have a team of executives who can be a role model for the other employees.
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Image: Chief Organisational Team of Aviva Plc (About Us - Aviva, 2020).
The people in a business organisation are at the very core of its operations, that this statement couldn’t be truer for an insurance company like Aviva Plc. As such, it connects with other factors like organisational structure, culture. Meanwhile, organisational performance is the result of the synergy of these factors. The structure of an organisation determines how the people in that organisation will be allowed to interact and work with each other. In a functional structure, this distinction is made through departments (Raynes, Pratt and Roses, 2017). Each department is responsible for a particular business function. Hence, people are also distributed to those departments, allowing them to focus on specific activities. This improves the performance of the organisation as a whole since the employees do not have to be concerned with unnecessary things. Distributing work in this way makes the company more progressive.
Organisational culture is usually the result of the operations, beliefs, decisions and regulations of a particular business organisation. These aspects unite to create the organisational culture. Nevertheless, organisational culture can have a specific nature depending on how it influences the organisation and its employees (Turner, 2014). For Aviva Plc, a hierarchical organisational culture can be seen. As a result, employees compete with each other to output better results, thereby improving the overall organisational performance. Furthermore, it is exceptionally well-suited with the functional organisational structure that the company maintains.
As in the case with Aviva Plc, it is necessary for the organisational structure and organisational culture to be harmonious, without which there would be a disturbance in the organisation. That’s why suddenly shifting to a different organisational structure or culture can have backlashes for an organisation (Kummerow and Kirby, 2013). Nevertheless, opting for the most appropriate organisational structure and culture is important as they can directly influence the performance of the employees and the organisation as a whole.

[bookmark: _Toc49207857]1.3 Identifying the Essential Nature of Managerial Work
Managerial works understandable by its name are managed by managers. Managers control the functions and processes of managerial works namely: Planning, organising, staffing, controlling and directing among others (Bahl, 2018). To achieve these functions and processes, the manager has to do the following tasks:
· Plan: The primary task of management is planning. Considering various factors, managers plan the next step in their operation to achieve objectives.
· Organise: Managers also need to organise tasks according to the need of the objectives.
· Staffing: A manager has to manage the staff or the employees, and according to their skills and capabilities assign them the tasks to achieve organisational objectives (Newstrom, 2015).
· Controlling: A manager has to control how these tasks are done and monitor the progress and quality of these tasks.

[bookmark: _Toc48515698][bookmark: _Toc48519774][bookmark: _Toc49207858]1.4 Administrative Management Theory
The rational design and management of an organisation is the concern for the Administrative Management Theory (Robbins and Judge, 2019).  The administrative management theory holds that organisations are to be managed under a formal structure of administration, which promotes a clear work division. A properly defined administration and clear labour division in the organisation will ensure a solid performance boost in employees working in the organisation. Furthermore, this administration can guide the performance of these employees (Shoraj and Llaci, 2015). This guidance can enhance the capability of organisations to performing under pressure.
[image: What is Management? | Features, Meaning and Definition]

As there are a core structure and guidance that the management must follow, the managerial nature can be understood as science. The Administrative Management Theory is well aligned with this scientific view of business management (Robbins and Judge, 2019).

[bookmark: _Toc48515699][bookmark: _Toc48519775][bookmark: _Toc49207859]1.5 The Role of Leadership
In any organisation, leadership is an integral part of the management. The duties of managers can often intersect with the duties of a leader (Robbins and Judge, 2019). So, in a sense, the leaders often perform the duties of managers. But Leadership has specific aspects of an organisation, such as:
· Vision Creation: As leaders, one of the most important tasks individuals perform is creating a vision in others (Bahl, 2018).  Motivating and giving the team members a purpose and a vision to keep them on task and achieve objectives is one of the most important aspects of being a leader.
· Trust inspiring:  A leader instils trust in their team members. As the team members trust the leader’s instinct, they begin to follow him and support him (Shoraj and Llaci, 2015). Thus, the leader can lead them through challenges and take risks with their support.
· Potential creation: Another aspect of being a leader is to see the potential of team members. It is the sole duty of leaders to identify what their team members are capable of doing and their limitation (Armstrong, 2012). With this understanding, they can inspire their team members creating new potential in them.
· Strategy execution: Another solemn task of a leader is to reach objectives by assigning the right people for the right job. With the right people by his side, a leader can execute a specific strategy required by the particular tasks.

[bookmark: _Toc48515700][bookmark: _Toc48519776][bookmark: _Toc49207860]1.6 Variables that Determine Effective Management and Leadership
Every organisation wants strong leadership and effective management in their workplace. But there are some factors or determinants to understanding the efficacy of leadership and management in organisations. Such variables are:
a. Money: Monetary assets are one of the biggest variables in the business industry. Every organisation is centred around money (Shoraj and Llaci, 2015). Thus logically, money is one of the most important variables that determine the effectiveness of leadership and management.
b. Resources: For any organisation, many things are considered as resources. But among these resources, managers and leaders themselves are two of the most important resource for the organisation (Newstrom, 2015).  Resources are important determiners for the efficacy of managers and leaders to see how effectively they manage these resources.
c. Time: Another important resource for any organisation is time. It is important to see how the manager and leaders manage time in achieving their objectives and tasks (Bahl, 2018). The working hours and the deadlines in achieving tasks determine how effectively leaders and managers are completing tasks for the organisation.


[bookmark: _Toc48515701][bookmark: _Toc48519777][bookmark: _Toc49207861]2. The Behavioural Approach to Management, Through Understanding the Factors that Affect Differences in Individual Behaviour
The behavioural approach to management divides into two branches: “Human relations approach: and the “Behavioural Science approach”, with each having their advantages and disadvantages.
How managers are to control and collaborate with their employees are seen under the human relations approach (Armstrong, 2012). Without any strict pattern, this approach recognises the employee behaviours acknowledging their requirement for acceptance and recognition as Maslow’s hierarchy of needs suggests (Robbins and Judge, 2019). With behavioural science, certain values are assigned to the behaviour and in turn, the performance of employees considering employees as human beings are more complex (Cooper, 2005). Both approaches contribute to how employees as human beings should be seen in organisations.
The Behavioural approach to management has helped improve team composition and utilising resources to achieve organisational objectives better. As it sees employees as human beings with a specific need for recognition and improvement it focuses on training (Bahl, 2018). Again, to boost the motivation and performance of these employees this approach promotes the use of rewards modernising the way organisations see humans as resources.


[bookmark: _Toc48515702][bookmark: _Toc48519778][bookmark: _Toc49207862]Conclusion
With the discussion in this report, the organisational structure and its culture of Aviva Plc are important as it affects totality of the operation and determines how it will perform. Thus, any companies making proper use of structure and culture in their workplace will surely improve their performance and strengthen their control over the performance of its employees.
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