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Executive summary
The modern fashion companies have to be always updated and involved, when it comes to maintaining the harmony in the organisation and respecting its culture. The following report is describing the concept of organisational profile and culture, as well as its importance in the effectiveness of the fashion company H&M. 
Present work highlights profile of the mentioned company, the key elements of an organisational structure, organisational outcomes and cultural basement of an organisation. It allows us to understand better the impact of a sustainable organisational format and the integration of the cultural structure on the productivity of a fashion company. 
Although an entire comprehension of organisational structure cannot be enclosed in a single model, since every employee of H&M is an individual, the importance of this concept remains to be essential in the corporate and social interaction with its buyers and the market. 
As follows, the present report made possible to underline the tangible elements of an organisational structure and to penetrate the essence of organisational culture. 




Introduction
Founded in 1947, Sweden-based company H&M Hennes & Mauritz AB has became one of the world's leading fashion garments retailers, counting more than 5000 stores worldwide, with an average number of employees of 110,325. 
Every year, H&M sells over 800 million company-designed clothing, accessories and cosmetics, for a total of GBP £15.46 billion. The company achieved an excellent ratio between low-price and high-quality clothing, over 80% of its sales are now made outside Sweden. According to Statista, the British market share of H&M Group in 2019, consisted an amount of 284 stores and £1,12 GBP in sales.
Unfortunately, at the end of January 2021, due to Covid-19 pandemic, the company was forced to close round 36% of their stores. H&M obtains its manufacturing products from 700 individual suppliers worldwide, in over 1600 factories mostly based in Europe, Africa and Asia, which are supervised by 30 geographically based monitoring offices (Troberg, 2021). 











1. The concept of organisational structure
The modern organisations are constantly under competitive compulsion, being forced to rethink their fundamental business operations and corporate models. 
Thus, process control relies on the diligent management of internal processes as well as supply chain processes, can be improved through the increasing their productivity and effectiveness, which today are indispensable, and yet, not enough monitored (Hammer, 2004).
According to Mullins (2013), at the base of any organization are standing three general types of principles, which have the destination to provide guidance and clarity, within the organisation, when it comes to structuring and division of the tasks on different levels of the organization:
· Hierarchy, is an very important element in organisations with tall structure, where the coordinating process in transferred from higher levels to lower ones. Due to globalization, tough competition and high-demanding consumers, this principle tends to become less crucial, thus many modern organisations have reorganised themselves into flatter and more transparent structures (Eg. The company Valve, a video game maker, has adopted a flatter system to organise staff and explain duties (Imms, 2017);
· Span of control represents the total number of employees that are directly subordinated to a manager or a team leader. When the manager's span of influence is too wide, it becomes difficult for him/her to successfully control the subordinates. At the opposite pole, if the span of control is too narrow, it creates additional levels of authority and in consequence a longer chain of command;
· Chain of command relates to the number of management levels inside the organisation. Broadly speaking, the large number of levels in the chain of command results with difficulties in decision-making and communicating process. 
A company can organise its chain of command, by adopting different types of organisational structures, which in present, are classified under an unknown certain number. Hunter (2002) identified 10 main types of organizational structure and some of them are described as follows:
· Entrepreneurial consists of small management hierarchy, small support staff and it is specific for small organisations;
· Missionary has as a priority the standardization of the norms, the managers and employees share the same beliefs and ideologies;
· Functional is characterised by centralised authority, large chain of command, large staff and high specialization;
· Divisional relates to large managerial hierarchy, large staff experts and standardization of outputs;
· Matrix dual reporting relationships and authority, large number of specialized staff;
· Process specific to flat organisations, based on team-work and customer satisfaction etc.

2. The concept of organisational culture
When attempting to enhance corporate efficiency through business process improvement, the organisational culture is crucial. The author addresses organizational learning culture, which is defined as “a set of norms and values about the functioning of an organization. It is a combination of different culture types within the competing values framework” (Denison and Spreitzer, 1991). 
Extrapolating, the success of organisational culture was limitless discussed  and it is depending on the influence culture has on the actions of corporate participants. (Schein, 1985).
The most notorious types of organisational culture, captured in different sources, are described below (Gregory et al. 2009, p. 674): 
1. Group Culture refers to the domain defined as having strong versatility and an internal emphasis, therefore dynamics of a group are highly significant. Managers provide assistance and support, amplify these ideals through leadership and assistance of partnership;
2. Developmental culture is defined by an externally-based emphasis on flexibility. Leadership provides assistance, entrepreneurial projects and inspires staff's imagination in a need to acquire additional tools for the company.
3. Rational culture focuses on the externally-centred power. Goal accomplishment is a basic aspect in this form of culture, thus they provide means of managing and directing staff behaviour into the organisational surrounding. 
4. Hierarchical culture is characterised by an emphasis on internally-based power. This is a culture of consistency, work stability and teamwork, with a focus on internal performance.
5. Balanced culture is one that firmly holds the ideals shared with each of its member and has the purpose to represent distinctly the edge in handling surrounding changes within organisation.
As follows, Gregory et al. (2009) has elaborated three hypothesis based on cultural balance and effectiveness, with the purpose to correlate them and underline the necessity to create a harmony on the employee’s culture, which will result with a higher organisational effectiveness:
“ Hypothesis 1. An organization's emphasis on the group culture domain will positively correlate with organizational effectiveness. “
“ Hypothesis 2. Organizations with strong, well-balanced cultures will achieve higher levels of effectiveness than organizations with unbalanced cultures. “
“ Hypothesis 3. Employee attitudes will mediate the relationship between organizational culture and effectiveness. “
Some of the “early management theorists” (Likert, 1961) proposed that “satisfied employees are more productive than dissatisfied employees”. In this sense is pronounced the importance of measuring the employees satisfaction regarding the organisation they are being part of. Some of the known measuring methods are: sample, individual- or enterprise-level response rate, data collection.

3. The impact of organisational structure on the H&M Group’s efectiveness
3.1. H&M’s corporate governance system
Further on, after consulting the company’s corporate governance report (H&M Group, 2020) H&M’s organisational structure “embraces the board of directors, shareholders, the CEO, the nomination committee, the auditing committee, auditors, the executive management team, employees and employee organisations” (illustration attached). 
[image: ]
Figure 1. H&M’s corporate governance structure
(source: H&M.com, 2021)
The Stakeholders of H&M take the ultimate verdict “on the company's governance by voting at the General Meeting” to approve the duties of integrating, which the corporation will work on, and to select the chairman and chain of command, that are responsible to manage the entity's deals. 
During the General Meeting, Shareholders nominate Auditors, elect the directors for the Nomination Committee and appoint with its members. The duties of the Nomination Committee is to prepare Board's structure projects, the election of Auditors in advance and board duties.
The Board appoints an Auditing Committee from among its members, which deals with accounting and auditing issues on an annual basis and serves as the primary contact mechanism between the Auditors and the Board. Yearly, the Auditor’s report on their findings to the Board of Directors, which is hence the supreme decision-making body of the company and the place where stakeholders decide on the H&M’s business.

3.2 H&M’s organizational culture
According to same H&M’s corporate governance report, it is “a multi-brand matrix organisation with well-defined brands: H&M, H&M HOME, COS, & Other Stories, Monki, Weekday, ARKET and Afound”.
Any of the previous nominated brand has its own managing director and organizational structure, as well as their own local distribution chain. Locally, there are also a series of community roles that assist each brand in capitalising on the opportunities within these common regions, ensuring that each brand and nation performs purposefully in accordance with central policies and guidance. The CEO is joined by nine other executives, six of whom are women, to form the executive management committee.
The benefits of matrix structure are that it combines central and local leadership and entrepreneurship viewpoints in an effective way (illustration below). 
[image: ]
Figure 2. H&M’s organizational structure
(source: H&M.com, 2021)
4. The influence of oganisational culture on the H&M Groups performances
H&M's corporate cultural governance is a balanced culture, thus it is focused on values, both external and internal principals – which can be described as a transparent and clear organisational culture. In all facets of the sector, sustainability work is well-integrated and constitutes a natural part of company’s daily life. The company’s organizational culture is based on following principles (H&M Group, 2020) :
· Belief in employees;
· Unity;
· Constant improvement;
· Straightforward and Open-minded;
· Entrepreneurial spirit;
· Simplicity;
· Cost-conscious. 
At the heart of it stands a deep respect for each person that forms their entity. This extends to all aspects of jobs, from equitable opportunity for advancement and improvement within the company, including liberty of association, fair wages and adequate working program. Any H&M employee around the world is treated fairly, although in some countries there are lacks in rules and regulations. 
H&M believes in the employee freedom to speak freely with their leaders on any problem that concerns them. The communication with them is realised through production office teams, that link the factory workers and owners through various social programs , e.g. Workplace Dialogue Programmes, where the employees interact directly with management to raise awareness of their rights and obligations, including the importance of freedom of association and collective bargaining (Lundvall and Söderlund, 2019, pp. 60-61).
The employee are also encouraged to elect their worker representatives within the company, that will ensure that workers voices are heard and that managements decisions are truly accountable.

Through their presence globally and alongside the connecting with their chian of command and employees, H&M attends and supports multiple projects worldwide, which are based on inclusiveness and diversity: “UN Free & Equal Campaign”, “My Body, My Image”, “Support of the millions of fugitives with UNHCR”, “Close to My Heart”, “Equal opportunities for people with disabilities in Indonesia”, etc (Lundvall and Söderlund, 2019, pp. 83-85).

5. Factors that influence the individual behaviour at workplace
As the year 2020 resulted with a global lockdown caused by Covid-19 pandemic, H&M Group among other worldwide fashion brands, had to reinvent and adjust their organisational culture to the new conditions and to pay a major attention to online sales, logistics and technical skills worldwide. 
In the last financial year the “H&M group opened 129 stores including franchises and closed 187 stores, making a net decrease of 58 stores compared with a net increase of 108 stores in 2019. For 2021 the plan is that 350 stores will close and just over 100 new stores will open, resulting in a net decrease of around 250 stores” (H&M Group, 2020).
In this exceptional situation, under the pressure of this macro factor, the company had to assure that all the staff is being safe, forcing them to stay in quarantine until the physical shops would reopen. The rest of employees, like warehouse operatives, suppliers, logistic operatives, tech support had to continue working, providing exceptional devotement and implication. 
The human factor was put aside for a while and the company’s attention fell on the rapid digitalisation, alongside the sustainable growth, which has intensified the importance of the market for high value and sustainable goods.





Conclusion
As a result of the present report, it is possible to infer that H&M is a business with a high level of sustainability and with a well-structured organisational matrix that can serve as a guide to other modern organisations. Although, the company was severely hit by Covid-19 pandemic, it still remains positive and believes in future successes. 
The organisation has always been involved in various forms of inclusive, sustainable and supporting initiatives since the start with the objective to make its staff, customers and partners feel comfortable and understood. The level and quality of H&M's participation in culture of organisation is highly evolved and in the boundaries of current work, it was difficult enough to enumerate all the previous successes.

Recommendations
In consequence to the conclusions above, it is well known that all the fashion companies worldwide are struggling to maintain the previous rhythm of sales.
When it comes to recommendations, the company is advised to maintain the rhythm of granting time and money in the human factor, management and culture of organisation, as the whole company was risen, grown and fully depending on it. 
[bookmark: _GoBack]Another piece of recommendation would be to take care simultaneously of the situations of employees from all the countries, that might be more affected by pandemic than the employees from the developed countries.
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The H&M group's matrix organisation





