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[bookmark: _Toc68694003]Introduction
Organisational performance is the result of many factors influencing the company in terms of internal and external processes. The current paper aims to explore the links and relationships between organisational culture, structure and performance, as well as to address the impacts affecting individual behaviours in this regard. Nowadays, in the era of technological progress and development and COVID-19 pandemic, it is crucial to understand the factors impacting organisational performance, so that they are captured and optimised by companies. This is of high importance for companies which operate in competitive industries and where the degree of differentiation between rivals is relatively low. In such cases, organisational culture, structure and leadership should be seen as key sources of competitive advantage. 
[bookmark: _Toc68694004]Organisational culture
Organisational culture is one of the main elements of an organisation which represents its values, sets of beliefs and main principles. According to Shahzad et al. (2012), organisational culture represents the collective thinking in the company and the set of different values which makes it stand out from its rivals and the rest of the players in the marketplace. 
Despite the fact that many scholars have different views and opinions about organisational culture, Odor (2018) suggests that all definitions and explanations of this term share some common features, including its collective nature, the degree of emotionality involved, as well as the assumptions that culture is historic, symbolic, dynamic and diffusive. This is also supported by the model of cultural web which is shown below and suggests that organisational culture is built upon several main elements, such as symbols, power structures, organisational structures, control systems, rituals, stories and paradigm (Cacciattolo, 2014). 





Figure 1 – Cultural web
[image: ]
Source: Cacciattolo (2014)
There are many approaches which can be used to interpret and analyse the organisational culture and its links to corporate structure and performance. One of these approaches is developed by Handy and it identifies four types of cultures, including power, role, task and person cultures. 
Power culture can be classified as a ‘web’ and it is associated with control which is spread across all areas of the business like a network from the centre (Cacciattolo, 2014). This is an organisational culture which is very often adopted in small companies where heavy bureaucracy and complicated procedural policies are lacking. In this kind of companies, decisions are mainly made on the basis of conversations, debates and persuasion instead of pre-defined procedural routes and specific policies (Cacciattolo, 2014). 
Role culture is represented in organisations which are highly structured and employees have specific allocated responsibilities and tasks that have to be completed (Cacciattolo, 2014). In such companies, labour force is provided with relatively high degree of security which is also considered as very motivational for some workers (Cacciattolo, 2014). Companies which adopt a role culture tend to emphasise on their expertise being the main source of competitive advantage. Thus, culture provides clear guidance and directions to all organisational levels and thus, assists employees in having a better comprehension of what is required and expected from them. This, combined with the higher level of motivation, results in workers having higher productivity and improved performance.  The overall result of this is better organisational performance. In addition to that, companies with role culture usually have hierarchical bureaucracies and power and authority are derived from one’s position instead of certain level of expertise (Cacciattolo, 2014). This is often a factor which affects individual behaviour and work-related choices of both managers and employees in these entities.
Task culture emphasises on the nature of the job and one’s experience and expertise (Naisareh et al., 2019). In such companies the main source of effectiveness and improved organisational performance is teamwork and power is derived from everyone’s expertise and contribution to common goals (Cacciattolo, 2014). The main focus of this organisational culture is to ‘get the job done’ and authority and respect are earned on the basis of the ability of people to provide knowledge, specialisation and skills which can support the team in achieving its aims. 
Person culture is not so commonly applied and is represented by companies in which individuals believe that they are superior from the organisation they work for (Cacciattolo, 2014). In this kind of companies, mechanisms of control and supervision are often not effective except in cases where mutual agreement is achieved. Power and authority arise from specialisation and appraisal in terms of recognition and respective payment is crucial for motivating and engaging employees in a way which drives them to improve their performance. 
As already mentioned, the types of cultures above represent only one of the classifications and interpretations of organisational culture and its impact on individual behaviours and thus, overall performance. It should also be noted that, very often, employees are not so responsive and flexible in terms of the culture adopted by the organisation. Moreover, individuals who are successful in one culture may not be performing good in another. All this should be taken into account when assessing the impact of culture on corporate performance. In general, it can be stated that culture defines goals and vision of organisations, as well as directly affects the behaviour of employees towards objectives. These are among the main links between the concept and overall corporate performance. 
[bookmark: _Toc68694005]Organisational structure
By definition, organisational structure represents the way relations of jobs, systems, operating processes and people are made within a company (Ahmady et al., 2016). It has the aim of showing chain of command and the way delegation of power and allocation of responsibilities are achieved and implemented. Organisational structure shows the internal relations in a company and the way power is divided and derived. It gives a clear direction of employees and managers regarding accountability, reporting and individual or divisional contribution to organisational goals. 
Organisational structure tends to have a direct impact on the performance of companies mainly through the ability it provides for learning, innovation, development and managerial monitoring and control (Hao et al., 2012). There are different types of organisational structures which affect the organisation of resources and processes in the company differently. The decision on which is the most effective and appropriate structure for a company depends on a wide variety of factors and would vary in different organisational contexts.
There are several main types of structure, including line, functional and matrix structures. The discussion proceeds with a more detailed overview of each type of organisational structure and the implications in organisational performance. 
Line organisational structure, as shown below, is the simplest type and is usually adopted in small companies. The authority and power flows from top to bottom and represents a vertical relationship of reporting and accountability. The main contribution of this structure to performance is that it allows effective communication and clear goals and understanding of responsibilities.





Figure 2 – Line organisational structure
[image: ]
Source: Li (2019)
Functional organisational structure divides the company and employees’ responsibilities on the basis of skills, knowledge and expertise (Li, 2019). It vertically structures each functional unit (such as marketing, production or finance) with different roles and responsibilities, as also shown below (Li, 2019). The main advantage of this type of structure is related to the higher efficiency and productivity of each functional unit which has a positive combined effect on overall organisational performance. It also provides employees with greater confidence, motivation, loyalty, work ethics and morale, and job security, all of which results in improved individual performance in each functional unit as well (Li, 2019).
Figure 3 – Functional organisational structure
[image: ]
Source: Li (2019)
A matrix organisational structure, as illustrated on the following figure, is associated with reporting relationships which are set up as a grid/matrix (Li, 2019). In this type of structure, employees with similar expertise are pooled from work-related tasks and this results in reporting to more than one direct supervisor (Li, 2019). For example, the marketing specialists in the department may have to report to the marketing manager, as well as different project managers in projects they are involved in. The main advantage and contribution to organisational performance of this structure is related to higher efficiency in terms of time and resources used to achieve projects’ goals; thereby, contributing  to overall corporate performance. 
Figure 4 – Matrix organisational structure
[image: ]
Source: Li (2019)
Similar to organisational culture types, the appropriateness of every type of structure should be assessed in terms of the specific organisational context.
[bookmark: _Toc68694006]Individual behaviours
Apart from organisational culture and structures, there are other factors directly affecting individual behaviours in companies and thus, the willingness of employees and human resource to work towards achieving common corporate goals. Two of the main impacts are leadership and motivational approached which are adopted in the company. 
One of the main factors of influence on individual behaviour of managers is their perceptions and attitudes regarding employees. According to a theory developed by Douglas McGregor, managers can be either one of two types – Theory X or Theory Y. As shown on the next figure, Theory X managers believe that employees dislike work, would avoid responsibility, are not interested in delegation of authority and should be closely supervised (Islam and Eva, 2017). On the contrary, theory X managers believe that their employees enjoy the work, can be motivated by different incentives related to it, seek for growth opportunities and the chance to fulfil greater responsibilities (Islam et al., 2018).
Figure 5 – Theory X vs Theory Y managers
[image: ]
Source: Islam and Eva (2017)
These attitudes towards employees define the leadership style imposed by managers in a company. The leadership style is crucial for business organisations as it navigates employees’ job performance and motivation levels. There are many various classifications of leadership approaches, but in general, there are three distinctive leadership styles which are usually adopted in companies and which affect performance and individual behaviour in different ways. 
Autocratic leadership is a style focused on centralising decision-making power in the hands of managers and excluding completely employees from it (Akparep et al., 2019). This style is featured with limited communication and information exchange, no feedback collected or provided and emphasises on giving and receiving orders from supervisors (Akparep et al., 2019). It is appropriate for business organisations in which decisions need to be made fast and employees’ involvement is not considered as crucial or relevant to managerial courses of action. It contributes to performance through increasing the speed of completed processes and thus, increasing productivity. However, it is often associated with lack of employees’ motivation and engagement (Akparep et al., 2019).
Democratic leadership is a style related to active involvement of employees in decision-making processes and consultation with workforce when an important decision needs to be made (Uzohue et al., 2016). This style is characterised with two-way communication and continuous feedback exchange. All this leads to higher motivation of the workforce, greater degree of innovation based on workers’ input, higher efficiency and productivity (Uzohue et al., 2016). All this has a positive impact on overall corporate performance and competitiveness of companies on their markets of operation.
Laissez-faire leadership style is a ‘hands-off’ approach of managing people. It is related to delegating a large degree of decision-making power to employees in terms of specific approaches of how the job can be completed (Akparep et al., 2019). This is a very appropriate style for companies which are focused on the final outcome instead of the specific approach and process to achieve it. For example, in research field, very often the researchers can decide the specific methodology used to come up with the desired data or statistic. This style contributes to performance through allowing employees to use their own creativity and convenience to achieve pre-defined goals and thus, enjoy higher productivity.
The appropriateness of each style depends on the specific type of company and industry of operation, as well as their employees. Having said this, organisational leaders and managers face the requirement of being aware and able to switch styles of management in accordance to main circumstances and specifics of the targeted employees’ groups (Hook and Jenkins, 2019). Hence, professional conduct and personal flexibility are key aspects of effective performance in the workplace. 
[bookmark: _Toc68694007]Conclusion
In the light of research findings, organisational culture, structure and leadership are among the main determinants of corporate performance and achievement of common goals. Their adoption and implementation would vary across companies and thus, should be assessed in the specific organisational context. Despite the fact that corporate performance is also significantly affected by external factors, these three dimensions of corporate operation are crucial for market performance and should be regularly assessed and improved. 
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