Introduction
This essay will analyse Admiral Group to determine how they function as an organisation, establishing this by first providing an overview of the organisation, identifying and explaining the importance of understanding organisational context, explaining and applying theoretical approaches to management, in addition this essay will also determine Admiral’s work and motivational factors, as well as examining perceptions within the organisation, and how they communicate.  
Organisation overview
According to their website, UK based company Admiral Group, initially as just Admiral, was “set up in 1993 to specialise in car insurance” with just 57 members of staff and now offers a variety of insurance-based products and now have over 11,000 employees worldwide (Admiral, n.d.). According to Treanor of the Guardian Admiral was launched by Henry Engelhardt in 1993 and now falls under the larger multinational company Admiral Group plc, which includes the original Wales based car insurer, other car insurers as well as financial advice companies, and during the 2000’s set up confused.com and compare.com (2015). Many in the company’s country of origin, Wales, will likely most notably recognise them by their Logo, being printed on the shirts of the national rugby team, alternatively, with a motor insurance market share in 2021 of 15.7% (as a group, 3.1% above its nearest competitor) (Statista, 2021), as insurers of their own. Admiral, in Wales, is also known as an employer. As the Chief Executive Officer of Admiral Group told tradeandinvest “The quality and commitment of our 6,000-plus employees in Wales has played a huge part in helping us grow from a start-up to the UK’s leading car insurer in just over two decades.” (2019).
Organisational context
An organisation is defined as “a system of consciously coordinated activities or forces of two or more persons” (Barnard, 1968) and “a harmonious adjustment of specialised parts for the accomplishment of some common purpose or purposes” (Haney, 1934) which suggest common features, as is the formation of people to achieve a common purpose or objective that forms an organisation, doing so with a structure to organise, by channelling and co-ordinating people, to achieve its objectives. 
Organisational context translates to what an organisation ‘is’, and is initially divided into two categories, Public or private.
· Public sector organisations created by government and are usually ‘not for profit’ and their main objectives are for community benefit, i.e., the local council.
· Private enterprise organisations created or owned, and funded by private individuals, with the primary focus on profit. Admiral fits here. 
Although these definitions appear clear cut, with the increase of charitable organisations in recent times so has the terms ‘charity’ and ‘social enterprise’. The UK Governments definition of a charity, and legal requirement, is in part, that which must benefit the public, and does not state weather charities are public or private sector (2013), however, ‘not-for-profit’ organisations may not fit these legal requirements and cannot be attributed as such. Social Enterprises may have different sectors classified separately, one sector or more being profit led to benefit or fund another that operates for the benefit of society, or charity. If all profits return into the organisation or the local community, the organisation classes as a ‘social enterprise’ (2021) and it is important to manage each sector according to its individual context. 
Johnstons explains how a service movement was driven in the 80’s (1999) and Macdonald states that in terms of “principles of quality management” that “service organisations are different” compared to that of manufacturing (product) and sets out distinctions to differentiate between them (MacDonald, 1994), following these distinctions, In the case of Admiral, as the ‘products’ they provide do not have an expiry date, nor are they perishable, nor is the company dependant on employees creating a sum of these products in order to deliver the service, then they can be classed contextually as Service organisation. 
The founder/ founders determine an organisations initial structural context and its objectives, Engelhardt and Stevens co-founded Admiral in 1993 with the objective of “higher premium end of the business to differentiate ourselves” (Kelsey, 2010) but as Admiral evolved it re-defined their “purpose”  “to help more people to look after their future. Always striving for better together.” (Admiral Group PLC, n.d.) which suggests that Admiral have adapted relative to the environment in which they operate, and which effects its typical characteristics. Car insurance as an example is subject to rising costs of repairs, types, and costs of vehicles available to insure, as well as the ever-changing market position and requisites. PESTEL is a valuable management tool allowing a manager to identify the external factors by breaking them down into six categories, political, economic, social, legal, environmental and technology (Corporate Finance Institute, n.d.) and is invaluable in understanding the context in which an organisation operates and how the management can approach and be structured to operate within. 
Organisational behaviour, or, as per the makeup of an organisation the behaviour of people within,  as theorised by Barnard consists of both the visible formal structure of the company, being roles, task instructions and obvious structure, and the informal less obvious structure which comprises of human behaviours and mood, and states that “the decision as to whether an order has authority or not lies with the persons to whom it is addressed, and does not reside in "persons of authority" or those who issue these orders.” (Barnard, The Functions of the Executive, 1968) Barnard continues to tell us that acceptance of authority comes when the receivers four conditions are simultaneously; they fully understand the communication, believe that the instruction is in line with the organisation’s interests, believes it is in line with their current personal interests, and are mentally and physically able to conduct the instruction. (1968) Expansion of this by Pendersen tells us that that the success of an organisation depends on the “relationships at work” and that “trust and respect are the foundational elements” (2021)
Organisations also set framework for the desired culture in its contextual or ‘about us’ information. Admiral recognise this and have imbedded a normally informal influence into its formal structure, as he tells us in his interview, the founder carries a piece of jigsaw with him at all times, and upon start of employment, everyone who works for the organisation is also given a piece of jigsaw, as a reminder and a visual representation that everyone belongs to the same team (tradeandinvest.wales, 2019). 
Metaphorically, Admiral as an organisation can represented as a book. A book where each page continually re-writes itself as is a metaphorical employee. The original author dictated the context of the book, objective, and the initial structure within. The Chapters, representing middle management, ensure that the employees, the pages, contain the relevant information, and lead them to read the best they can and ensure they fit within the book both in their content and position. Regards the pages (employees), self-written represents employee performance which very much depends on, as explored below, their motivation. Admiral Group could be considered as a series or volume of books, each with their own title, their own context, but retaining the values as laid out by the original author. 

Approaches to organisation and management
Management theory and the study there of is important to extend the knowledge of management tools available and better the manager’s approach to achieve their goals. Cole and Kelly tell us that it is important to recognise that management theory and practice go hand in hand and older theories still retain value today (2020), and explain how older theories continue to have a degree of influence on organisations today as all are seeking optimal efficiency and cost effectiveness. They also set a foundation or comparison for subsequent more modern theories which may be better suited to more current organisations. Although there is some debate on the number of theory categories, eight according to ManagementStudyHQ (n.d.). Bohanna described in his course information, and this author would agree, they fall under 4 general categories: Classical, Human relations, Systems and Contingency (n.d.).
Classical management theorists such as Taylor, Fayol, and Weber emphasise that structure and hierarchy is important, include approaches such as Taylors worker incentives to achieve their fullest potential, as well as removing any decision making from workers, allocating the right worker for a specific job (1911) and Fayol’s initially unpublished 1908 work explaining the importance of applying mathematics and science to a management approach and focuses on the administrative structure (Cited in Wren, Bedeian, & Breeze, 2002). Classical management theory although set a foundation, is not without its critics, Sheldon criticised Taylor for his “over-simplistic view of what motivated the worker” favouring a more humanistic approach (Sheldon, 2003). Classical management theory fails to consider the informal behaviour of an organisation’ members and does not recognise the human behavioural aspect.
Human relations theory focuses on the human relations aspect of an organisation and the social and influential factors of employees and owes its notoriety in part to analysis of experiments at the Hawthorne plant of the Western Electric Company near Chicago, America (1924–32). Although often credited with his involvement in the experiments, Elton Mayo’s involvement is unclear, and the experiments have been criticised, Parsons tells us that the it is the application of the experiment mechanisms that gave positive results, and not the experiment its self, and as such the data cannot be merited (1974) however it is the more prevalent works of theorists such as Landsberger that explored the experiments merits with hindsight on influencing human behaviour to better productivity (1958). 
Systems approach. von Bertalanffy first introduced the theory with a set of principles for a system, considering an organisation as one (1968), and is a mixture of the two above theoretical views, the importance of the organisational structure and of human behaviour, influenced by both internal and external factors. As von Bertalanffy socio-technical approach giving equal merit to both human and technical aspects as per their intended situation and suggests that an effect on each will have influence on another, all as connected parts of a system. Systems can also divide into sub systems, considered as open, interacts with the environment, and closed, self-sufficient. Admiral Group adopt this approach to a degree, as it has enabled them to duplicate systems for their varying insurance-based companies.
Contingency theory, seen as an extension to the systems approach, theorises the importance of structure but suggests the need to apply different systems and approaches dependant on the nature of the task and of the environmental influences to succeed. Fiedler’s Contingency model states that a leader's effectiveness is based on the situation and that two factors should be considered, "leadership style" and "situational favourableness", telling us that success is contingent on the application of the correct system or management approach as per the context and situation that is influencing decisions (1967). This approach fits with Admiral and Admiral Group as they have elements of differing approaches withing their organisation, also adopting McGregor’s theory X and theory Y theory, that different areas require different approaches (2000).
 Work and motivation
Motivation is that which drives people to behave in the way they do and why they choose to conduct tasks in particular ways i.e., what drives individuals to achieve something to fulfil a need. In a workplace, financial reward alone may not be sufficient motivation. Maslow tells us that "It is quite true that man lives by bread alone — when there is no bread. But what happens to man’s desires when there is plenty of bread and when his belly is chronically filled?” (Maslow, 1943) Maslow continues by providing a motivation theory model for the hierarchal of needs of an individual and suggests there are five steps to fulfil before others may become fulfilled, demonstrating that some needs take precedent over others:
· Physiological- bodily requirements such as hunger and sleep.
· Safety- or the perception of, and freedom from pain and danger.
· Social- Membership of groups, love, friendship.
· Esteem- recognition, appreciation, self-confidence and respect for oneself and others.
· Self-actualisation- the desire to achieve your full potential, self-development. 
Maslow states that only once these needs are met will there be a potential for other needs to become apparent (1943). Not all theorists agree on the level importance of each aspect, Lieberman explains how social pain and bonds are of essential importance (2013).
Barnard tells us that “motives” of individuals are “after the fact” (1968) therefore if a manager is to motivate an individual, it is important to identify and apply the appropriate hierarchical level of motivation, before a goal is met. Admiral seem to embrace Druker’s view as Belludi cites that “The manager is the dynamic, life-giving element in every business” and that “a business must be a creative rather than adaptive” (Belludi, 2017) changing management approaches from reactive to proactive, and that of Maslow’s and his hierarchy of needs for the individual, pre-meeting the need for a good social environment with a way of connecting employees socially, founding Admirals ‘Ministry of Fun’ and organises regular events (n.d.) You could hypothesise that they apply the views of the likes of Lieberman and consider the more pressing prevalent psychological need to be social (2013). 

Perception and communication.
Perception is the term which describes the interpretation and differing points of view in a given situation through, as Cherry tells us “the five senses; touch, sight, sound, smell, and taste” but also the cognitive abilities to interpret body language, facial expressions and smells (2020). Therefore, successful communication should consider all the above receptors for both how you deliver a message and how you interpret it, as you may be vocally expressing one emotion visually but representing another through body language, thus leading to potential misinterpretation of the message through a false perspective. Additionally differing stand points give differing perspectives of any given situation. As human being’s senses do have limits, it seems to be within human nature to categorise and organise this sensory information and come to an individual perspective. Gregory’s top down theory in his book The Intelligent Eye (1970) which as explained by McCleod, theorises how, due to our sensual limitations, our brain will produce the most likely outcome based on the remaining senses information and our memories and situational clues, to come up with our most likely interpretation (2018). Alternatively Covarubbias et al. explains how Gibson’s bottom up theory suggests that the ability to see with perception is evolutionary, and essential to survival, telling us that perception is solely shaped by evolution as a survival instinct and not the interpretation of the environment based on memories, attempting to prove a point as his last sentence reads “This book is dedicated to all persons who want to look for themselves” (Gibson, 1966) suggesting that to find yourself, you should consider your own evolutionary abilities of perception (2017). 
Credit to both theorists as the reality suggests aspects of both are relevant, this author would suggest a mix, that our perceptions are a survival instinct, however, are also based on individual experiences and memories, and learned interpretations of inferences. 
Reasonable hypothesis can be made to Admirals successful interpretation and application of these theories per the recognition as “a “great place to work” by the Great Place to Work ® Institute, as well as one of the UK's best companies to work for by Best Companies, every year since the competitions began in 2001” (Admiral Group, n.d.) suggests conflicts are avoided or resolved by proper recognition of individual perspectives, and communication, in addition it can be hypothesised that Admiral are working hard to ensure the perceived image of the company is favourable. 

Conclusion
The conclusion from the above study is that Admiral have a clear understanding of its context and have adapted its definition as the company has grown and expanded into the Admiral Group. Admiral Group applied the systems approach to create additional companies within the group, and overall have a contingency management approach which takes influence of multiple management theories and successful application thereof. Admiral Group’s management have an exceptional understanding of organisational behaviour, a pro-active approach to motivation, and effective methods of communication including through perception. 

