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1.0 [bookmark: _Toc119098350]Introduction
The following report analyses how organisational culture, organisational structure, and cooperation with stakeholders impact organisational performance. 
According to Mullins (2016), organisational structure describes how the workload is divided between the representatives of the company and how they ensure that everyone is working to achieve the same goals. This definition is supported by Robbins and Judge (2017) who explains that organisational structure defines how an organisation chooses to divide the work and tasks between the workers. There are multiple different types of structure that an organisation can have, and this report aims to analyse through research which types are most effective in terms of organisational performance.
Quinn (1988) as cited by Oh and Han (2018) describes organisational culture as shared characteristics and values between members of the organisation. On the other hand, Alvesson (2013, p.4) states that organisational culture is “a system of common symbols and meanings.” Alvesson (2013) goes on to explain that ‘meanings’ refers to the fact that all expressions can be seen to have different meanings, depending on how the individual interprets it, and ‘symbols’ can be defined as multiple different things, such as statements, words, and objects. There are multiple types of culture that organisations can have, and there is no answer as to which is the best as research shows that it is very personal, and everyone will have a different idea of what the ‘perfect’ culture is.
According to Association For Project Management (2018), a stakeholder can be an individual or a group of people who have an interest in or are impacted by an organisation and its projects. However, Bonnafous-Boucher and Rendtorff (2016) state that there are two different definitions of the word stakeholder, one used by the general public, and one used by specialists. They explain that, according to the general public, stakeholder is a term meaning the same as ‘citizen’, and for specialists, a stakeholder is simply someone who is not a shareholder. 
Organisational performance can be assessed using the net outcomes that an organisation obtains, as well as satisfaction within the company (Chatterjee et al., 2021). Venkatraman and Ramanujam (1986) as cited by Kuo and Tsai (2017) argue that organisational performance can be measured using financial and non-financial indicators. Kuo and Tsai (2017) continue to explain that financial indicators such as profit and turnover are not as effective at measuring performance as non-financial indicators such as customers and investors. 
	This report shows that organisational performance can be affected by the culture, structure, and cooperation with stakeholders that an organisation participates in, however these aspects alone will not create good performance.

	


2.0 [bookmark: _Toc119098351]Main findings
[bookmark: _Toc119098352]2.1 Organisational Culture 
Organisational culture could be argued to be linked to organisational performance through motivation of employees. Paais and Pattiruhu (2020) state that 57.4% of job satisfaction comes purely from motivation within the workplace. An increase in job satisfaction will therefore encourage improvement in performance as a satisfied employee will be willing to work harder for the organisation. Taslim (2011) explains that organisations with a positive culture through persistently recognising good work from their employees are likely to succeed in achieving a motivated and committed workforce, which could have a positive effect on performance and productivity.
	Brown (1995) as cited by Alvesson (2013) argues that having a good organisational culture impacts performance by promoting goal alignment, as having a shared culture within an organisation makes it easier for employees to agree on the goals they want to achieve and how best to attain them. This is also supported by Tan (2019) who states that a company with a culture in which they have a clear mission has been shown to enhance performance. A common culture also allows the employees to feel a sense of belongingness as well as being able to identify with the organisation (Brown, 1995 as cited by Alvesson, 2013), which will have a positive impact on their performance due to them feeling included and valued.
	It has also been argued that it is important for organisations to focus on having an adaptive culture in order to see an increase in the organisation’s performance. This is supported by Mullins and Mclean (2019) who argue that different people are going to feel comfortable working in different types of culture, and people are likely to feel happier, at ease and satisfied if they are working for an organisation in which their personality coincides with the culture. Huey Yiing and Zaman Bin Ahmad (2009) as cited by Kuo and Tsai (2017) also agree with this as they express that cultures with a more supportive nature tend to result in higher levels of job satisfaction, as well as organisational performance. It is obvious that no organisation is going to be able to satisfy every single person with the nature of their culture, however an organisation does need to be prepared to adapt the culture as the needs of the employees change over time.
	Therefore, based on the discussion above, it is clear that organisational culture can have an impact on organisational performance. 

[bookmark: _Toc119098353]2.2 Organisational Structure
The type of structure that an organisation possesses could have an impact on how that organisation performs. It is important that everyone in an organisation fully understands the structure that the organisation holds, as well as understanding their role and other’s roles. Goldstein and Behm (2004) stated that a company in which the managers had a limited understanding of what was going on with the organisation around them resulted in a lot of frustration due to the lack of communication, which would then have an impact on performance due to employees not knowing what is expected of them.
 Khaleghi, Akhavan Alavi and Alimiri (2013) argue that organisations with a less complex structure, or a flat structure, are normally more successful than those with a tall or more complicated structure. Nahm et al. (2003) as cited by Nene and Pillay (2019) explains that this is due to the fact that flat organisational structures have a quicker response time due to the lack of layers in the hierarchy, which will therefore have a positive impact on the organisation’s performance as communication will be a lot easier and clearer. Mullins (2016) also argues that flat or horizontal structures and hierarchies have reduced the need of a formal structure within organisations as she believes that as long as all people within the organisation are aware of what is expected of them, and they are capable of working efficiently as a team, then that is what will improve performance.
	It has been argued that organisations which have decentralised leadership tend to have more success with performance than those with centralised leadership. Decentralised leadership is when the authority and decision making is spread down to lower levels of the organisation (Maduenyi et al., 2015). Altamimi, Liu and Jimenez (2022) argue that decentralised leadership allows the decision making to be made closer to where the services or goods are being delivered, which ultimately results in more accurate and efficient decisions being made. The employees will also feel like they have some freedom to be creative as well as feeling trusted and as though their opinions are valued by the organisation. This is also supported by Maduenyi et al. (2015) who suggests that centralised leadership produces an environment in which employees feel as though they can’t participate or have an opinion, which ultimately results in lack of commitment, collaboration, and communication from employees, which will inevitably cause a reduction in the organisation’s performance. 
On the other hand, Brooks (2018) argues that centralised leadership can result in lower-level employees performing better as their roles are more simplified with their targets also being more realistic and achievable, due to important decision making not being their responsibility. Brooks (2018) also states that although decentralisation is supposed to encourage motivation from employees, the concept of decentralisation is pretty unclear, and having decentralised leadership alone is not enough to see any change in employee performance or behaviour.
	With all of the points stated above, it is clear to see that organisational structure can have an impact on organisational performance, however a good structure alone will not make a good organisation.

[bookmark: _Toc119098354]2.3 Cooperation with Stakeholders
The relationship between organisational performance and cooperation with stakeholders could be argued to be linked to internal communication. Sterling (2017) suggests that internal communication from management to employees is key to a good business. This is due to the fact that open communication encourages employee loyalty and commitment as well as motivation and productivity as they will be able to fully understand what is expected of them, which will therefore help to achieve better performance. This is also supported by Kang and Sung (2017) who argue that effective internal communication enhances employee engagement which promotes harder working employees.
Employees are a key part of an organisation, as without them the organisation wouldn’t be able to run. Pîrjol and Radomir (2016) support this as they state that employees are the main body of an organisation, and therefore, it is really important to make sure that not only they receive effective and open communication from management, but also that they are able to have a voice and communicate with the managers themselves. Beugré (2010) as cited by Ruck, Welch, and Menara (2017) argues that a company in which the employees are not encouraged to have a voice and are not listened to produces an environment in which employees are disengaged with the organisation and the work provided, which could result in a reduction in organisational performance. 
Li et al. (2019) carried out research into new product development activities to see if there was a relationship between customer involvement and organisational performance. According to Alfaro et al. (2004) as cited by Li et al. (2019), customers are a vital part of the new product development as they are a source of information and knowledge. Alam (2002) as cited by Li et al. (2019) states that companies which involve customers in the new product development activities are likely to see a variety of advantages, one of which being an increase in performance.
Association For Project Management (2018) talk about the importance of engaging with stakeholders. They explain that in order for an organisation to engage with stakeholders effectively, they first need to establish and understand what the stakeholder’s perspective is, and make sure the stakeholder feels a sense of understanding and commitment from them. They further state that engaging with and influencing stakeholders without position power is vital for a company to be able to achieve their goals and objectives. 
In summary, cooperation with different stakeholders can affect how an organisation performs.






[bookmark: _Toc119098355]3.0 Conclusion
In conclusion, this report and research shows that organisational culture, structure, and cooperation with stakeholders all have the potential to affect organisational performance.
As stated earlier in this report, culture is a very personal concept, and therefore it is impossible to say which type of culture is the correct one. However, that being said, if an organisation has a culture that doesn’t suit the employees, that could then have a negative impact on performance. The findings in this report show that organisational culture has been said to impact employee and job satisfaction, as well as motivation, and these two factors together can definitely affect organisational performance. Furthermore, for an organisation to improve its performance, it could be argued that they should have a supportive culture, because if employees feel as though they aren’t being supported and valued, that will inevitably have a negative impact on the organisational performance.
Research shows that there are advantages and disadvantages for each different type of structure and depending on the company and members of the organisation, all types could potentially positively impact the organisations performance. The research in this report shows that having a structure that suits the business and employees can help to improve the organisation, however, having a suitable structure alone will not make a successful organisation. For example, an organisation with a centralised structure has been argued to allow the employees to have less responsibility to promote them to be less stressed, which has been said to be a positive attribute for a company to have, however, they will not be successful unless the communication, respect and multiple other aspects are present.
Managers and employees allow organisations to run effectively. With this in mind, it is clear that cooperation with certain stakeholders is likely to impact performance. The analysis shows that employees are vital for an organisation being successful, so cooperating and communicating with them is really important if organisations want to improve their performance. Also, the way in which managers communicate with their staff will affect how the employees perform, which will in turn affect the organisational performance. The research also shows that customers can be an important stakeholder to communicate with, as being able to know what the customers are looking for will allow the company to perform better.
Although this report and research has contributed to the findings of whether organisational culture, structure and cooperation with stakeholders can affect performance, there are a few limitations. This report has a word limit of 2000 words, so only so much content could be included, and there was also a restriction on how much time there was to conduct the research, due to the deadline date being relatively soon. Further research will need to be done into this topic in order to get a definitive answer.
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