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Summary
In the report below I have written about organisational structure and its culture, impact within organisation of their performance and which factors influence the behaviour of individual. According to the study, decentralised span of control is more likely used and has better impact within a company. Hierarchical systems demotivate people but in the controlled structure where team strive against each other like in competition it is motivates them. Next PLC has hierarchical structure and centralised decision making, employees have the freedom to fulfil their jobs, but has no power in decision making within a company.


Next History

For almost a century before Next plc was founded in 1981, it had been clothing the people of England. Established in Leeds in 1864, the company's predecessor was J. Hepworth & Son. During the following 50 years, Hepworth & Son would expand into a prominent retailer of men's apparel. They were a cornerstone of retail areas in the United Kingdom for a long time.
Fashion, home furnishings and accessories are produced by Next PLC and sold through over 330 Next retail shops and the company's Next Directory mail order sales catalogue, which is available in the United Kingdom and Ireland. Many Next stores are located in the United Kingdom and Ireland, although a few are in the United States. Second-largest clothing retailer in the United Kingdom, NEXT caters to the 25-44 age bracket. In the United Kingdom and Ireland, NEXT Retail has over 500 stores.
More than 2 million active consumers use the NEXT Directory direct mail catalogue and transactional website. 
With more than 170 shops in other countries, NEXT International has a global presence. (2009 will be the next year) NEXT Sourcing, which creates, sources, and acquires Next-branded items, is another business in the Next group.


Organisational structure 
  It is a system that defines how specific actions are directed in order to meet the goals of an organisation. There are a variety of ways to include rules, roles, and responsibility into these activities. Humans and their duties are divided and coordinated according to the organisational structure, which explains how individuals are organised. (Mintzberg)
One's organization's structure includes formalisation levels and hierarchies as well as horizontal integration and authority centralisation as well as communication patterns. (Damanpour)
   A group of two or more individuals working together toward a shared goal or set of goals is referred to as an organisation's performance. (Snow&Hrebiniak) In addition, organisational performance is defined as an organisation's capacity to achieve its objectives via the effective use of resources. An organisation's structure is defined by the connections between distinct functions played by different units within an organisation, according to Stroh et al. (34)
Target setting, measurement or monitoring, and feedback are the three steps of organisational control. Rules, standards, and internal processes are some of the ways that bureaucracy may be controlled inside an organisation. In the hierarchy, centralisation refers to the authority to make decisions at a certain level. It is decentralised if choices are delegated to lower levels, while it is centralised if decision-making authority is reserved for the top level.
According to Ajagbe et al (36) there was no link between employee performance and span of control, but there was a better degree of job satisfaction in decentralised companies, since the span of control is the number of people that an authority figure is accountable for. If a management has control over a big number of employees, they have a broad span of control. If a manager has a narrow span of control, they only have authority over a small number of people.
    Definition of Organisational culture
What personality is to an individual, culture does the same for an organisation. A hidden but unifying force that gives meaning and direction to life (Green, 1989: 72). A company's "cultural identity" is described as a collection of ideas and values that eventually influence employee behaviour. Culture has been described in a variety of ways by a variety of authors. Some of these definitions include: According to Deal and Kennedy (1982), it is the dominant values of an organisation, the philosophy that guides an organization's policy towards employees and customers (Pascale & Athos, 1981), the way things are done in an organisation (Bower, 1966), and the basic assumptions and beliefs that are shared by members of an organisation (Schein, 19). inside a firm: the company culture, conventions, and feelings (French & Bell, 1984).
   Organisational culture and performance
Financially successful organisations are those whose members are exposed to the organisational culture dimensions.
There is a distinction between financially efficient and non-financially efficient organisations in terms of how members perceive organisational culture. For example, an organisation with less variance in member perception of cultural characteristics has a higher chance for financial success than one with more variation. Organisations that are more financially successful do not differ in their perceptions of organisational culture dimensions based on organisational level, functional unit, or geographic location. There is no evidence that organisations where members perceive the cultural dimensions differently at different organisational levels, functional units, and geographical locations will be more financially successful than those where members perceive the cultural dimensions differently at different levels, functional units, and geographical locations. Strategic visions that incorporate generally recognised organisational principles are more likely to be financially successful than those that don’t. It has been shown that businesses that frequently examine their organisational culture and core values against their business strategy and goals in order to assess if they are relevant to the current environmental demands are likely to be more financially successful. People who work for companies that have recruiting, orientation, and initial training procedures that communicate their fundamental principles to workers are more likely to be financially successful than those who do not. Profitable companies do not always have rituals in place such as incentive systems, performance measurement and evaluation programmes or supervisory training and management development to encourage a specific set of behaviours. Not all organisations that find public role models whose behaviour and deeds should be imitated will be financially successful. As a general rule, companies which regularly convey their fundamental principles to their employees have a better chance of achieving financial success. In addition, organisations that audit or evaluate their organisational culture with a view to changing it are less likely to be financially successful than those that do not.

  Organisation structure and culture at Next
Next PLC follow the hierarchical structure. This hierarchy is evident in the way authority and responsibility are distributed. In order to increase staff productivity, Next plc has adopted a task-based work culture. As a result of the culture of these companies, employees are motivated and encouraged to improve personally. Employees have the freedom to manage their job and fulfil the organisation's aims and objectives. Next, the company will use a centralised decision-making procedure to make its decisions. Employees are not authorised to participate in the decision-making process. Next plc has a tall and tight span of control, which indicates that employees communicate directly with management because Next plc has fewer employees. Everyone at Next plc follows the bureaucratic structure and is put in specific departments. Autocratic leadership style is used by the leader.
These include power, role, task, and personal culture; each of which has its own unique characteristics. Audit Committee, Remuneration Committee, and Nomination Committee are only a few of NEXT plc's main committees. There is no doubt that they have a role culture in which committees, structures, reasoning, and analysis are used to arrive at choices.
  Performance
Even though, sales of NEXT were down 1.3 percent in the 12 weeks ending on October 31 compared to the previous year. Sales of Next Directory and total retail sales were up 3.1 percent and 5.1 percent, respectively. Following an upward revision to its sales forecast for the second half of the year, Next stated its full-year earnings would climb by 30 percent over last year to around £472 million. (Retail-week, 2009)
   Criticism
Although the firm has a large number of suppliers, their effect is limited. It's easy to replace a supplier if he asks for a price hike or makes other superior requirements. 
Due to the fact that clothes are not highly item specific, adding value such as labelling, style, pricing or quality is the only method to get people to buy a company′s goods over its competitors. Customer spending power is greater than managements, yet NEXT stands apart in terms of product quality. Since clothes are not highly item specific, adding value such as labelling, style, pricing or quality is the only method to get people to buy a company′s goods over its competitors. Customer spending power is greater than managements, yet NEXT stands apart in terms of product quality. Making workers self-sufficient is one of the ways Next plc inspires its staff. To ensure that no one is harmed during the production or use of their products, they focus on: the quality of their products, safety and suitability for the intended purpose, products that comply with all legislation, as well as their own standards where these exceed the legislation, and the responsible sourcing of raw materials (Next, 2009) NEXT uses a Differentiation Strategy since all five forces are in its favour.
You'll be able to attract more clients by distinguishing your products or services from those of your competitors. However, it will be based on customer-valued qualities such as features, functionality, durability, support, and even brand image, depending on the exact nature of the business and products or services. A strong research, development, and innovation capability, as well as the ability to manufacture high-quality products or services and a successful sales and marketing strategy, are required for the market to understand the benefits of the company's unique offerings. " (MindTools, 2009)

 Conclusion:
   Organising the business effectively allows for a smooth flow of information and communication between the various departments inside the company. As a result, corporate efficiency within organisational units is likely to improve. A company's organisational structure has a direct influence on the company's productivity. According to the study, specialisation of work processes and labour productivity are linked, which suggests that organisational structure impacts employee behaviour in an organisation. Information might be lost or modified as it is passed from one person to another because of the numerous layers of administration in the primary hierarchical structure. Every employee has a line manager who is accountable for the task he does, which slows down communication and requires a lot of effort. Modern organisations have a flatter structure where you may speak directly to your superior. As a result of the Japanese, a new system was developed that encourages more informal contact between workers at different levels. In Japan, everyone eats together in the same dining area, allowing for casual communication across different levels of the workforce. 
   A lengthy chain of command exists in structure one, as employees must pass through several layers in order to convey instructions or ideas to the proper person. This means there is less possibility for communication to be muddled up or for the wrong individual to get the task done. In the traditional structure one, it is very difficult to manage change since it is so traditional, and the process of going from structure 1 to 2 is termed 'delayering,' which implies that unnecessary structures are removed. Finally, hierarchical systems can demotivate people from the bottom since they cannot see a clear path ahead. In the control structure, teams are established that strive against each other to be the best; the competitive drive motivates them.
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