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STRUCTURE OF ORGANISATIONS

The organizational structure is the foundation of the organization of a company: it is essential to implement the most appropriate structure with the business.
Speaking of corporate organization, we often tend to assume the existing organizational structure as an unmodifiable fact, and therefore not to question it much. The organizational structure, on the other hand, is like the tactical set-up of a team: everything is built on its foundations and different forms can be adopted, more or less recommended depending on the type of business and the relative primary success factors.
The main organizational structure configurations are three: 
a) functional structure; 
b) divisional structure; 
c) matrix structure.

The most commonly used structure is the functional one.
It is divided into several areas which are mostly similar to each other.
The positive side of this structure is the almost certainty of achieving high efficiency in each area by having a high specialization in roles and therefore greater operational efficiency in each function.
[image: Organizational chart for a functional structure. ]On the other hand, the main disadvantage found is that each function operates almost as a company on its own, often with the risk of poor coordination among them and difficulties in pursuing common objectives. We find this corporate structure mainly in companies that create almost homogeneous products or services and mainly sold in markets with similar characteristics and where efficiency is an important competitive factor. 


The divisional structure, unlike the functional one, provides that the company is internally divided according to the size of the business. Each division within the company usually has a functional structure within it.
This structure creates the advantage of generating, primarily, a form of internal competition between the various units.
The main disadvantage is found in the difficulty in exploiting economies of scale and even occasional synergies. It shares the risk with the various functional structures, namely: the creation of separate companies within the same company.
[image: Organizational chart for a divisional market-based structure. ]

The last structure listed but not least for efficiency is the so-called matrix structure: a mix of the previous ones created to overcome the disadvantages of the others. 
The structure of the matrix developed on both dimensions: one typically functional and another specific to the company. A typical example of the aforementioned structure is when within the organization chart we find several "project managers" (or "product managers", or "market managers" etc.) responsible for a specific portion of the business horizontally and who draw on time and resources from various functions.
The matrix structure certainly has the advantage of being able to perfectly combine specialization and coordination but, it appears to have higher general management costs.
[image: Organizational chart for a matrix structure. ]These expenses are present as there are multiple professional figures who work in two dimensions such as: vertical and horizontal.


Concluding this brief overview, there is no better organizational structure "regardless": once again, the choice depends on the specificity of the company and requires precise fine.
The good news, however, is that whatever structure decides to adopt, the company organization can provide principles and methods that can minimize the intrinsic disadvantages. (4 Types of Organizational Structures | Point Park Online, 2020)


INTRODUCTION TO MANAGEMENT

Within a company, the organizational structure is the basis of it, but what allows the company itself to perform on the market is its management. 
The evolution and history of management, its success and problems are all based on a few essential principles:

1) management concerns people. Its purpose is to make human resources capable of working well together, to bring out their strengths and to eliminate weaknesses;

2) given that management has to do with the integration of people within a structure, we can understand how it has a profound connection with culture. 

3) each company must undertake in its entirety to achieve the objectives set for achieving or maintaining its success. The main job of those who deal with management is to think, set and exemplify these objectives so that they are clear to everyone and useful for the growth of the organization;

4) "management" also means making sure that the company and each of its members can grow professionally, adapting to the changes that are taking place in the internal and external environment;

5) each organization is made up of people who have different skills, competences, knowledge and experiences who do jobs that are completely different from each other. However, each of these individuals needs to be able to think of their organization as a single entity that moves in the direction established by management and to be able to perceive themselves within this company.
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ORGANISATION STRUCTURE BASED ON ORGANISATION PERFORMANCE

When we talk about "performance", we are talking about the performance of one or more subjects to achieve the corporate goal.
By positive performance, unlike the negative one, we mean an activity performed to the maximum of expectations by a subject, certainly attributable to: the process designed and implemented to achieve the goal, the different ways in which the actions are performed to achieve the target and finally the result obtained. (Gruman J.A., Saks A.M. 2011)
It is important, for a company, to make the numerous stakeholders participate, with which economic relationships are created, with regard to company performance in order to attract new capital and / or liquidity to be able to invest.
At the same time, the corporate management is entrusted with the arduous task of viewing the main corporate events, which have an equally significant, if not greater, interest in the correct improvement of individual and collective work performance.

A performance management system or better known as "performance management" (PM) must be understood as the set of the right corporate coordination and its most intrinsic resources.
Aguinis (2009) defines it, instead, as "a continuous process of identification, measurement and development of the performances of individuals and groups and alignment of these performances with the strategic objectives of the organization".

According to Otley, D. (1999) companies, with their daily services carried out in all branches of the organization, allow the achievement of the corporate objectives, which are:
1. financial results;
2. product market performance;
3. shareholder return.

Positive performances are a combination of many resources, updates have found some results such as effectiveness, efficiency, development and satisfaction of the participants.
The combination of all these factors, emotional and non-emotional, allow the production of a product or service that will feed organizational performance.
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CULTURE BASED ON ORGANISATION PERFORMANCE

What defines the way in which a company's employees complete their duties and how they interact with each other is dictated by the company's organizational culture. 
Cultural diversification, a very active topic in the last period given globalization, is filled with various beliefs, values, rituals and symbols that govern the operational style of people within a company.
The first objective of corporate culture is to best mix the workforce by providing indiscriminate direction to employees and the company.
We can find, within companies, different organizational styles and different corporate organizational cultures, for example:
· highly bureaucratic and well-structured organizations;
· competitive organizations;
· collaborative culture.

The company cultures are varied and allow us to align employees with the same ethical beliefs and values ​​of the company where they work.
A great structure of the team is evident when the company objectives are in line with the beliefs and ethical values ​​of the employees, a relationship of trust and mutual respect between the company and employees ensues.
Organizational cultures undoubtedly affect employee performance and motivation levels. Often, some employees tend to work more consistently to achieve their goals and this happens if they feel they are considered part of the corporate environment.
In addition, hiring is extremely important within organizations with a well-defined work culture.
This hiring process is carried out with the same beliefs and values that make up the culture of the organization. This ensures the assimilation of the new employee to the company and further strengthens the corporate culture. 





























LEADERSHIP BASED ON ORGANISATION PERFORMANCE

History shows us that it is of fundamental importance that individuals belonging to a group identify with the person placed in their command.
The leader must be recognized as "leader", in order to keep the staff compact and cohesive, putting an end to any internal discussions, and acting as a bridge between the company and the team itself.
To this can be added the managerial skills of managing the team's activity, as well as defining a reward system implemented through an assessment of the performance of each individual and the subsequent possibilities of career advancement.
As highlighted by Hackman (1984) "a company in which the context organization does not support innovation can easily undermine the positive effects of any well-built team ". In this view, the leader must be able to create an organizational structure capable of supporting the functionality of his own
team. One of the possible strategic problems is that of having to create an infrastructure that is conducive to innovation and the development of teamwork (Van de Ven, 1986). The implication that follows is that without the intervention of the leadership, the members of the organization focus attention on routine activities and not on the activities responsible for innovative processes (Starbuck 1983). 
Barnard Chester, in 1938, highlighted how very often the purposes of people do not coincide with those of the organization, someone must, through effective action, guide and manage the organization in order to develop and ensure cooperative behavior. 
In this complex purpose that must be outlined the "center of action for management and those who lead the organization, a center that modifies the methods of social control "(Bodega, 2002). In this way we try to promote new forms based on principles and values ​​such as openness, integration and enhancement of relationships.
Selznick himself (1957) emphasizes the central role and responsibility that leadership has in creating the corporate organizational culture and in the management of its different parts, be they divisions or teams.
This responsibility can be identified in four key factors:
a) define the institutional mission;
b) adopt the structure and the organizational system to achieve the set goal;
c) defend the integrity of the group;
d) mitigate internal conflicts.





















CONCLUSION

As highlighted by the report, the complex performance of a company arises from the organizational structure that is intended to be given to the future organization.
From functional, to divisional to end with the matrix structure, all are created to be exploited by the company based on certain factors such as: production, market, services offered and so on.
Having decided on the company structure, it is important to train management at the top of everything.
For the fate of the company, it is fundamental to have professionals in the sector in command who, given the necessary knowledge, allow the company to create profit and remain healthy over time.
Management has the task of organizing the company and ensuring that employees follow the corporate objective, this is done through:
- a clear organization, where the employee knows what duties to perform and feels the desire to carry out as part of the working family in which she / he serves. It is important to keep everyone motivated and performing by having leaders capable of doing this;
- a corporate culture where, there is no discrimination and the various beliefs of the employees are taken into consideration with the deepest respect. In addition, it is vital to inculcate the corporate culture of the new grafts, in order to be able to have the right approach of the latter to the cause.
- leadership appropriate to the context, which maintains the whole team of workers united, cohesive and compact in achieving the final goal to be achieved.
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