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[bookmark: _Toc143251683]Introduction
As the present contemporary world progresses at an unmatchable pace, there is some significant development which has been experienced and witnessed in the professional surroundings which have changed the perceptions and the associations of individuals and groups critically. A majority of the people are equipped with sufficient knowledge and encouragement through which they can plan the initiation of a new venture or look forward to improving the operational capabilities of the existing businesses (Ciaburri et al., 2017). However, it is essential to understand that leading an organisation to a level of excellence within which the key goals and objectives can be achieved successfully, regards different interventions being planned and aligned appropriately. There are different factors which can be relied upon to enhance such considerations whereas the following report has been undertaken in the light of evaluating the importance of three main factors including organisational structure, organisational culture and individual motivation (Schiemann et al., 2018). 
To aid an effective and clear understanding of this context, the discussion will be aimed at a well-known organisational example from the UK, identified as Marks & Spencer M&S. It has been observed that M&S has been operating in the retail industry for a long time it is considered as a key player because of its success in complex decision-making (Jones and Comfort, 2018). The following report looks forward to investigating the relationship between the three key factors identified above so that relevant recommendations for securing a greater stance on organisational success can be provided for similar organisations and entrepreneurs accordingly. 
[bookmark: _Toc143251684]Organisational Structure and Culture 
The first and foremost important aspect of organisational success in terms of achieving the main goals and objectives is identified as organisational structure and culture. Generally, organisational structure can be characterised as the formal arrangement of relationships, tasks, responsibilities and roles within an organisation. It highlights the different ways in which organisational activities and functions are controlled, coordinated and divided so that the organisational goals can be acquired successfully (Buchanan and Huczynski, 2019). This structure develops an authoritative hierarchy within which the decision-making process is identified with an appropriate communication channel prioritising a particular reporting relationship effectively. There are different forms of organisational structures which can be adapted and followed including flat, matrix and divisional. On the other hand, organisational culture can be evaluated as the symbols, behaviours, norms, beliefs and shared values in an organisation which are responsible for characterising the psychological and social environment effectively and positively (Smircich, 2017). Organisational culture represents the collective personality and identity of the organisation, influencing the way people perceive their work, initiate decisions and interact with one another in their work environment. 
Similarly, it can be evaluated that the organisational structure of M&S plays a significant role in improving the ability of the company in achieving the key goals of performance. M&S operates within a hierarchical structure which highlights clear authoritative lines and a well-defined structure of responsibility and role distribution (Tajeddini et al., 2017). The hierarchical structure followed at M&S benefits the company in light of encouraging transparent communication, efficient decision-making and effective coordination thoroughly. The hierarchical structure also enables the company to allocate the available resources, including those which are threatened under sustainability such as Denim, optimally so that a systematic approach is focussed on the completion of the assigned tasks and responsibilities. 
Furthermore, the organisational culture at M&S is led through a critical focus aligned with the view of improved innovation, enhanced customer services and no compromise on the final quality. M&S is well-known for its favourable reputation in terms of delivering high-quality products and services which has continued for a long time and has established as the company’s heritage (Parent and Lovelace, 2018). Such a culture has been quite effective in influencing the behaviour of employees positively within the work environment of M&S and this becomes one of the drivers of success for the company. The current culture of M&S has encouraged the development and effective adoption of a sense of dedication and pride among its employees through which their commitment towards delivering efficient and exceptional customer services has been maximised positively, benefiting the company profitably (Kucuk Yilmaz et al., 2017). Moreover, the culture of focussing on innovation has also benefited the employees in terms of developing the sense of being valued for their contributions due to which they have been encouraged to think creatively and look forward towards adopting to the changing dynamics of the retail market efficiently. 
[bookmark: _Toc143251685]Relationship between Organisational Structure, Culture and Performance 
Moving along with the following discussion, it is essential to understand that the association between organisational structure, performance and culture need to be evaluated so that it can be aligned and improved accordingly. Similarly, these three factors at M&S are symbiotic whereas the hierarchical structure looks forward to streamlining the operations enabling the resources to be allocated optimally in the view of responding to the key challenges effectively and efficiently (Nikpour, 2017). The hierarchical structure when collaborated with a culture valuing employee collaboration and development, looks forward to encouraging the development of a committed and motivated workforce so that the organisational goals of M&S are secured successfully. This is perhaps one of the key reasons behind the success of M&S in manufacturing the required products with a well-maintained quality along with consistency all across the world. In this way, the overall global performance objectives of M&S have been achieved profitably and the demand has increased due to which several opportunities have been opened for M&S in recent years (Groysberg et al., 2018). 
However, it is important to understand that such a success level could not have been achieved by M&S without focussing on a customer-centric culture and fostering it through a hierarchical structure. The hierarchical structure has allowed the individuals to process decisions efficiently and allocate resources optimally so that the goals can be secured successfully. Simultaneously, the customer-centric culture emphasises extending the commitment of the hierarchy towards the key responsibilities due to which M&S has been successful in securing loyal and satisfied customers globally (Pedersen et al., 2018). All of these results are ultimately beneficial for M&S to maximise its competitive stance and focus on innovation so that the position of a key player in the evolving retail landscape could be maintained effectively in the long term. 
[bookmark: _Toc143251686]Employee Motivation at M&S
Proceeding further with the following discussion, another important aspect that needs to be underpinned and explored extensively is identified as employee motivation. Generally, employee motivation refers to all the interventions through which the likelihood of employees working with commitment and dedication is improved which eventually impacts the success and profitability of their respective company. There are various ways through which the motivation of employees can be improved, including monetary raise, fringe benefits and training and development incentives. 
Similarly, it has been observed that M&S adopts a multifaceted strategy in the light of motivating its employees beneficially so that organisational success can be driven accordingly. The company looks forward to serving competitive compensation packages, fostering a sense of recognition and achievement and performance-based incentives (Morgan, 2022). Moreover, M&S is continuously investing in training and development programs so that the employees can be empowered and their skills are improved to benefit their careers effectively and successfully. Being able to reflect an inclusive culture emphasising respect plays a significant role in motivating the employees through which they develop a sense of being valued which ultimately maximises their engagement towards achieving and maintaining and positive work environment. It has been evaluated that the concept of motivation can be distinguished into three different segments, which are identified and illustrated below. 
[bookmark: _Toc143251687]Intrinsic Motivation 
Intrinsic motivation can be explained as the performance of a task or responsibility for the inherent satisfaction of an individual rather than looking forward to satisfying an external authority. Similarly, M&S acknowledges the significance of intrinsic motivation in inducing the performance of its employees. The company emphasises developing a sense of belonging and purpose which it achieves through aligning the goals of the employees with the values and the mission of the company. Moreover, the involvement of employees in the decision-making process is maximised so that they can be served with autonomy in taking individual decisions, especially when offering services for the customers, excelling in their experience with the company profitably. 
[bookmark: _Toc143251688]Extrinsic Motivation 
Extrinsic motivation refers to the focus of an individual to perform a task or responsibility successfully and effectively so that a reward can be acquired or punishment can be avoided effectively. Similarly, M&S also leverages extrinsic motivation factors so that employee performance can be incentivised positively (Legault, 2020). Different career development opportunities and recognition programs have been designed by M&S so that the employees can feel motivated within their existing roles. Through serving them with career development prospects and tangible rewards M&S looks forward to maximizing organisational success and achieving targets with well-motivated employees. 
[bookmark: _Toc143251689]Maintaining Work-Life Balance
Maintaining a work-life balance of an employee is necessary because it reduces the stress of work and ensures optimal performance from the employees. There are different ways through which work-life balance can be ensured whereas these strategies need to be planned collectively. Similarly, M&S has well-acknowledged the significance of maintaining work-life balance among its workforce so that they can be motivated and their well-being can be maximised (Rani and Desiana, 2019). The company encourages a supportive work environment which fosters numerous work-life balances and increased flexibility including family-friendly policies and flexible work schedules according to the employee’s preference. Such initiatives maximise the satisfaction of employees at M&S and establish a positive organisational culture. 
[bookmark: _Toc143251690]Essential Nature of Managerial Work and Leadership 
It has been evaluated that the managerial functions at M&S focus on controlling, leading, organizing and planning initiatives. The managers at M&S play a significant role in aligning the goals of the organisation in terms of fostering a sense of innovation, efficient utilization of resources and maximising efforts among the employees. Similarly, the leadership at M&S focuses on establishing a clear vision, encouraging open communication and improving the stance of innovation (Gandolfi and Stone, 2018). Effective leadership and management at M&S are identified through different factors including the ability to empower and inspire teams, emotional intelligence and increased adaptability. According to the acquired information, it can be observed that a transformational leadership strategy has been focussed extensively at M&S so that the sense of responsibility not only remains with the key leaders but is distributed effectively and efficiently among the employees as well so that they can be motivated as well. 
[bookmark: _Toc143251691]Factors Influencing Individual Behaviour 
The importance of individual behaviour within the organisation is recognised effectively by M&S through different efforts. There are numerous factors which influence individual behaviour generally such as attitudes, motivation, perception and personality traits. Similarly, M&S emphasises adopting a behavioural management initiative within which the strategies are tailored according to the diverse range of employees in its global outlets, leading to efficient accommodation (Mostaghel and Chirumalla, 2021). Through understanding and responding promptly to these differences, M&S gains success in terms of maximizing productivity, engagement and satisfaction successfully. 
[bookmark: _Toc143251692]Conclusion 
Summarising the discussion provided above, it can be evaluated that the success of M&S is associated with its effective alignment of organisational culture, structure and individual motivation. The hierarchical structure being followed emphasises a clear representation of roles and responsibilities which is further motivated to work optimally through fostering a value-driven organisational culture. Similarly, to support the efforts and contributions of employees, sufficient motivation incentives have been offered which eventually keeps the workforce connected. All of these managerial aspects are monitored and controlled through an effective leadership approach which has led to the establishment of a strong position for M&S in the global retail industry. 
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