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[bookmark: _Toc499843558]    1.Introduction


Swansea Feed a Child project is a non-governmental organisation (NGO), that has taken the noble deed of feeding hungry children in Swansea during school holidays (Perkins, L 2017) The Organisation is working on a project named “Feed a Child in Swansea during School Holidays”. They have put aside making profits and have regarded it as their responsibility to self-actualise themselves by helping these children. Organisational structure and the culture that prevails is regarded as an important factor for growth and success.
The organisational practices and the exceptional performance that they have shown in the fulfilment of this noble cause can take them to new heights of success. 
In order to help feed a child project reach their target of expanding their community services, this report is structured in accordance with the required organisational structure and the culture of feed a child project. To ensure credibility, prominent theories and models shall be discussed to further extend the level of understanding. 












[bookmark: _Toc499843559]   2.Culture

Organisational culture holds huge significance within firms as it is a source of unity because a shared culture of the firm assists in uniting employees from different demographics. According to Mullins, (2013) culture determines the shared values, interests, strategies and attitude between group of people that help drive a particular organization. Every company has its own personality and this personality refers to organisational culture. According to Babnik et al., (2014), organisational culture can be defined as a system of share beliefs, values, and assumptions that is responsible for governing how individuals behave in the firm and dictates how they perform their duties, how they act and dress. Every firm maintains and develops a unique organisational culture that sets boundaries for the employee behaviour. 


[bookmark: _Toc499843560]2.1Models of culture

Organisational culture can be categorised into four (4) different kinds namely: Person culture, task culture, role culture, and power culture (Figure 1).
[image: http://slideplayer.com/slide/6328900/21/images/11/Handy%E2%80%99s+Four+Classes+of+Culture.jpg]
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· [bookmark: _Toc499568892][bookmark: _Toc499843561]Power culture
The study of Martin and Fellenz (2005) highlights that within this culture, power is only held by some people who impact spreads all through the firm. There are certain rules and regulations of this culture. The individuals held with power decide what occurs. Employees are normally judged by what they attain instead of how they perform things. An outcome of this can be fast decision-making, even if they are not in the best interests of the firm. This culture is a strong one and it may quickly turn toxic. 
· [bookmark: _Toc499568893][bookmark: _Toc499843562]Role culture
Companies with this culture are dependent on rules. Individuals within the organisations that are led by such cultures know their individual roles and responsibilities (Martin and Fellenz, 2005). Such cultures are built on such firms that are tall with a wide chain of command. One of the disadvantages is that the decision-making in role culture is slow and the firm is less likely to take risks. Firms with a short chain of command are bureaucratic if they implement role culture. 

· [bookmark: _Toc499568894][bookmark: _Toc499843563]Task Culture
This culture is formed in a firm at the time of firm addressing particular issues or progressing any project. The power in the team keeps on shifting based on the team members and status of the project of the issue. However, the study of Martin and Fellenz (2005) highlighted that teams determine the effectiveness of task culture is. But, with an appropriate mix of leadership, personalities, and skills, functioning in teams can be highly creative and productive. 
· [bookmark: _Toc499568895][bookmark: _Toc499843564]Person Culture
Individuals present in firms that are built on person culture see themselves as superior and unique to the firm. Such firms simply exist for the individuals to work a form with this culture is just a set of people who happen to be functioning for the same firm (Martin and Fellenz, 2005). 
The above analysis displays that the best culture suitable for the Swansea Feed a Child Organisation feed a child that it needs to build on are the role and task culture. A hierarchical structure and specified responsibilities of individuals in feed a child will display their inclination towards role culture. In this way, the individuals at feed a child would be aware of their job responsibilities and duties. This will prove to be effective for feed a child as work will be controlled by rules and procedures, which spell out job description that is imperative as compared to the individual who fills the post. Moreover, with the help of task culture, feed a child can provide a greater level of flexibility and freedom for the employees. It further has the potential in contributing towards an increased level of productivity of employees.


2.2 [bookmark: _Toc499568896][bookmark: _Toc499843565]Schein’s model of organisational culture

Edgar Schien offered three levels of organisational culture in defining what culture of the firm is (Figure 2). The three levels of culture are: [image: https://organisationalbehaviouraspects.wikispaces.com/file/view/schein-method-three-levels-of-culture.png/533314334/500x446/schein-method-three-levels-of-culture.png]
[bookmark: _Toc499843310]Figure 2
· [bookmark: _Toc499568897][bookmark: _Toc499843566]Artifacts
These are at the surface, referring to those aspects that can be discerned easily but are difficult to understand.
· [bookmark: _Toc499568898][bookmark: _Toc499843567]Espoused values
These are conscious philosophies, goals, and strategies (Murray, Poole and Jones, 2006). 
· [bookmark: _Toc499568899][bookmark: _Toc499843568]Basic values and assumptions
The essence or core of culture is signified by the core values and assumptions that are hard to distinguish, as they are present at largely unconscious level. However, they help in understanding why some things occur and what they do. These basic assumptions related to reality, truth, human relationships, and nature of humans (Murray, Poole and Jones, 2006). 
Schein’s model can further be used as a point of reference for creating a cultural change in feed a child project. According to this model, it is sensible to have discussions with as many people as possible for exploring underlying aspects and backgrounds of organisational culture (Murray, Poole and Jones, 2006). This can be a basis for cultural change as individuals must be aware that cultural change is a process of transformation. Feed a child project requires adopting a comprehensive approach in order to undergo this cultural change. Espoused values have greater importance in playing the main role in developing a well-managed environment for the diverse employees, which raises their commitment. While values and basic assumptions of the firm built an environment, in which norms and values play a part. This culture will improve employee motivation and will raise their devotion towards goals of the firm. 

Some organisations use the paradigm diagram to control the different rules in areas. This includes, stories, symbols, power structures, organisational structures, control systems and ritual and routines (Gerry Johnson 2008).

[bookmark: _Toc499843569]2.3Organisational culture of feed a child in Swansea

Organisational development is based on identification and analysis of the factors, which conclude efficiency of the firm. Managers and firms want to improve commitment of employees that results in improving productivity. Management thus introduces norms, objectives, and value of the firm that is significant to the understanding culture of the firm. It is management’s responsibility to keep a learning environment in the firm. Being a new firm, it needs to understand organisational culture properly so that it leads towards improving the performance of the employee. The company should have a complete awareness and knowledge of the culture of the firm so that it develops the ability to study the organisational behaviour that helps in leading and managing. It is important that fed a child identifies values and norms of the firm and its culture must be developed in a manner to enhance the style of performance of employees and constantly establish awareness of quality.

[bookmark: _Toc499568890][bookmark: _Toc499843570]2.4Organisational Culture Contributes to Organisation’s Performance
The research conducted by Tedla (2016) displays that if employees are devoted and have the same values and norms as organisations have, it can enhance the performance to attaining the overall goals of the firm. The culture of the firm is known to create a set of values, work environment, and understanding that positively displays the enhanced performance of the firm. The culture of the firm is found to be positively and strongly linked with factors such as employee compliance behaviour, job satisfaction of employees, and innovation. These factors play a major part in the success of the firm. Similar findings were obtained in the research of (Xiaojuan, 2009; Shahzad et al., 2012; Aktaş, Çiçek, and Kıyak, 2011). 




















[bookmark: _Toc499568884][bookmark: _Toc499843571]3.Organisational structure

The hierarchical structure that is involved in the decision-making of the organisation is known as its organisational structure. It can be further defined as the way things are done in the organisation such as the supervision and allocation of the tasks, in order to meet the organisation’s goals(mullins,2010). The organisational structure is also responsible for the smooth flow of communication and information. An efficient organisational structure is responsible for designing and establishing processes of growth and progress. Effectively managing the processes that take place in an organisation are quite an effective tool for the development of a professional and growth-oriented organisational structure.  
In order to expand their community services and grow as a successful project, feed a child needs to focus their practices on structuring an appropriate organisational structure. The organisational structure, if designed efficiently can have a very positive impact on the employees and the performance of the organisation. A number studies have focused on the role that an organisational structure plays in employee training, mental psychological development. Leadership and employee satisfaction are an integral part of the organisational structure. For feed a child to develop itself into a large and powerful organisation, it is necessary that the organisational is structured with a greater emphasis on goal achievement. This must be ensured along with maintaining employee cooperation and a proper hierarchical distribution of roles and authorities.
In order to handle the highlighted cultural conflicts, a number of measures can be implemented by the organisation or the project manager. According to Rahim, (2010) one of the best ways to handle cultural confits is through the restructuring of the organization's operations to accommodate diverse cultures.
   
[bookmark: _Toc499568885][bookmark: _Toc499843572]3.1 Organisational Structure’s impact on improving performance and strategy

The strategic direction of an organisation towards its objectives is quite evidently dependent on the organisational structure that prevails. Once the strategy is affirmed and the path to growth is ascertained, the organisational performance starts to progress itself. This indicates that organisational structure exercises a positive relation with both the strategy and the organisational performance. 
The results of a number of researches show that transfer of information effectively among the various hierarchies of the organisation depict the efficiency of an organisation’s structure. The smooth flow of knowledge throughout the structure shows how efficient is the strategic management of the organisation (Zheng et al, 2010). The research further highlights that an effective organisational structure plays a major role in obtaining a competitive edge.    
Dependent on the analysis of the above research it can be ascertained that the present structure of feed a child is quite feasible to ensure its growth. The noble task that it has undertaken to provide meals to school going children and the focused steps that they take can ensure a very bright future for them. To ensure a future of progress and growth, feed a child Swansea project must design their organisational structure with more focus on long-term achievements. This enables them to have a further focused and dedicated strategy for organisational expansion. 
Further researches have shown that the impact of organisational structure is also quite strong on the organisational performance. A strong and well-defined organisational structure ensures smooth communication, rapid decision making and undistorted knowledge sharing. A consequent impact of these factors is on the employee performance, which tends to increase (Camisón and Villar-López 2014). 
Current organisational structure of feed a child swansea is quite appropriate according to its small size. Yet, in order to grow and increase its size, the organisational structure needs to have the potential to cater the increasing load of work. Swansea feed a child needs to ensure that a smooth communication channel is established between the employees and volunteers and its management. This can increase the performance of the organisation as a whole (Neves and Eisenberger, 2012). 

[bookmark: _Toc499843573]     3.2The four major types of organisational structures are as follows:

[bookmark: _Toc499843324]Table 1
	Functional structure 
	In such structure, the organisation is divided into groups of people who share similar tasks or have the similar skill set. 

	Divisional structure 
	This structure involves segmenting the organisation into divisions according to either the region or the products. 

	Matrix Structure
	This structure is used in organisations where employees have more than one managers or bosses to report.  

	Project Organisation Structure
	Here people with varying job skills are amalgamated into project teams and the organisational structure revolves around the completion of the project. 



The current organisational structure at Swansea feed a child project falls into the category of the project organisation structure.  This is because the teams are made in accordance with the demand of the project. Such structure is quite effective as they generally have project teams working on different tasks (Hall, Jones and Raffo,2007).

[bookmark: _Toc499568887][bookmark: _Toc499843574]    3.3Bureaucratic Organisational structure

A number of theories have been presented to ensure a proper organisational structure for an organisation. The bureaucratic organisational theory is quite effective for organisations that have task-based divisions of their business (Child, J., 1972).
For feed a child, this structure suits the best as their tasks fall into this category. The tasks are well organised and need to be documented on the basis of their progress.  A hierarchical structure such as feed a child’s is quite appropriate in accordance with the use of bureaucratic organisational theory. However, the deficiencies due to its small size can be overcome with the passage of time. 






[bookmark: _Toc499843575]4.Conclusion


It can be concluded that organisational structure and culture play a major role in improving the performance of the firm. The relevant theories and models related to organisational structure and culture display what culture and structure can work best for feed a child Swansea. Structure and culture play a main element in firm’s success. Therefore, if a firm operated on these aspects, it may become easy for it to raise competition and attract consumers, either the firm is small, or large. 
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