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The purpose of this essay is to analyse and contrast the relationship between organisational structure, culture, people in the workplace and organisational behaviour. ….. defines organisational culture as “Culture describes patterns of behaviour that form a durable template by which ideas and images can be transferred from one generation to another, or from one group to another”. (A.M Wilson, 2001). When we look at organisational structure, it is referred to as “the process of management and applications of organisational behaviour” (Mullins, L.J, 2007)
The organisation I have been working with is an organisation created by an original group of 5 members, called Matthew’s House. Matthew’s House was created to help and bring hope to the homeless and the vulnerable. With this organisation, it gives a lifeline to those who need it most through the help of fundraising and raising awareness. 
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Every workplace is different. It is different regarding size, value, the product or service being sold and so on, but every workplace is different internally. This is referred to as Organisational Behaviour. Laurie J Mullins (9th Edition) defines this as “the study and understanding of individual and group behaviour and patterns of structure to help improve organisational performance and effectiveness” (Ch. 1, p. 3). There are typically three factors that influence organisational behaviour. How employees communicate, the structure of the organisation and how problems are addressed. To find out more about this, I went to speak first hand to Thom who is one of the leaders of Matthew’s House. Thom is the only paid employee that works on the same level as the volunteers and trustees, so I asked him how effective the communication is between each member of Matthew’s House. Thom addressed the question regarding hierarchy by saying that because there is no hierarchy in the organisation, all workers are on the same level which gives the organisation a more equal environment of which helps keep everyone motivated and allows for quicker decision making. The same applies for how problems are addressed. Upon my visit, it was clear to see that Thom takes on a lot of the responsibilities and that the volunteers put faith in Thom whenever a problem occurs, but this made me realise that what Thom told me about his thoughts on hierarchy made me realise that managers or team leaders in general who are familiar with the factors that influence organisational behaviour can influence workers and others around them to create an effective organisation and workforce. 
Organisations are typically classed by numerous factors. This includes size, sector and ownership, if it is a private or public company with for-profit or not-for-profit objectives as well as it being a formal or informal organisation. Matthew’s House is a small not-for-profit public organisation. It is a public organisation as their main objective is to raise more awareness to get more people to become trustees of whom fund and donate to Matthew’s House every month. www.investigatinganswers.com tells us that “private companies are run the same way as public companies, except that ownership in the company is limited to a relatively small number of investors.” So, this is how we can distinguish the difference. 
Every organisation functions by the direction of its corporate strategy in which the various operations of the organisation work together to achieve specific goals. By having a strategy in place, the structure of the organisation is guaranteed to work successfully as there are specific goals and guidelines in place. An organisational structure is like the foundations needed to build a house. Without the foundation, the house will be weaker and at risk of threats whereas with the foundations, there is a guarantee that the house as a whole will be stronger and can push through any threats that may occur. Although, organisational structure depends solely on the type of organisation. Structures help define each role a person plays as well as their responsibilities, allowing an effective work ethic. The structure of Matthew’s House is known as a flat structure. A flat structure refers to an organisation that has broad spans of control and fewer levels of authority. This brings many advantages as this kind of structure allows quick decision making, and all trustees and volunteers have similar skills to each other which is beneficial to Matthew’s House as the organisation itself is always looking for new and better ways to carry out their mission statement. As these new ideas come along, Matthew’s House is constantly changing to benefit the homeless and the vulnerable, meaning a flat structured organisation would be best suited to the organisation. 	2

[bookmark: _GoBack]The comparison of centralisation and decentralisation is something that needs incredible consideration regarding day-to-day management of the organisation and the staff/volunteers that are involved within the business. Since we know that Matthew’s House has a flat structure, this means that there is no centralisation in the organisation which declares it decentralised. For an organisation such as this one I am working with. It works better as everything is on one level. Span of control is defined as “the number of subordinates who report directly to a given manager or supervisor. It does not refer to the total of subordinate operating staff, that is those staff who report ﬁrst to another person. Hence the term ‘span of responsibility’ or ‘span of supervision’ is sometimes considered to be more appropriate” (L.J Mullins, 2007). Although Matthew’s House doesn’t have a hierarchy, a span of control is seen in Matthew’s House. Since Thom is one of the only paid employees, he takes on a lot of responsibility as a leader of the organisation. An organisation’s span on control has many influencing factors such as the type of nature of the organisation, the ability and personality of the manager and if they have availabilities in their schedule to focus on other subordinates as well as the training of staff and effectiveness of co-ordination and communication. So, within Matthew’s House there are no subordinates as the organisation is a flat structure, but regarding the fact that Thom takes on the role as a ‘manager’, he typically is the one to take the brunt of new ideas and changes but eases it onto the rest of the volunteers.  3
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Above is the Span of Control for a flat structure which relates well to Matthew’s House
Matthew’s House differentiates a lot from your average organisation as there are only two paid employees. All members of Matthew’s House are distinguished as volunteers and trustees, who use their own time to help. A flat structure also means that the trustees can communicate easily which is useful when planning new ways to help the homeless and whenever any issues may occur. It is worth noting that Span of Control is also referred to as Span of Supervision and Responsibility. 

Organisational culture is a very important aspect, especially regarding achieving goals and carrying out the organisations mission statement. It influences how work gets done, critically dependant on if goals or projects succeed or fail and overall, the atmosphere of the workplace. Organisational culture can always change which is due to many influencing factors of a company or organisation. For example, when there is more growth or general strategic change. It is important that culture within an organisation adapts to changes because if a workforce is hasn’t adapted; the behaviour and culture could hinder rather than support the progress of the company. Even though there is the risk of the cultural web being elusive, there are many approaches to help learn about it which can play a major role in formulating strategies or planning change. This is evident in Matthew’s House. The environment and organisation are constantly changing but the volunteers are quick to adapt. On my last visit to Matthew’s House, Thom introduced me to their newest adaption in the organisation. They have introduced a washing machine. With this washing machine, any people who come to seek help and have their clothes washed. I asked if any volunteers in general have the responsibility for washing the clothes of which the answer was that this adjustment is the responsibility of everyone, meaning that all the volunteers in general have a responsibility to perhaps learn how it works and so forth. The cultural web is an element that was developed by Gerry Johnson and Kevan Scholes in 1992. It is in place to provide an approach towards looking at ways of changing an organisation’s culture without risks. By using this approach and organising new practises, it helps set organisational elements with each other, including the organisation’s strategy. (Johnson and Scholes, 2008)4

[image: Cultural Web Diagram]
The cultural web is made of 6 elements. These are in line to help what Johnson and Scholes call the “paradigm” which refers to the model or pattern of the set work environment. With each of these factors, it allows a broader analysis of the workplace’s culture, so it is easier to see what is working and what isn’t that needs to be changed. By breaking down these influencing factors, it helps analyse the culture of an organisation which I will relate to Matthew’s House. If we firstly look at stories, what sort of stories do people tell others about Matthew’s House? What stories are told to new joiners to the organisation? This could be that Matthew’s House was started by a group of 5 people.  Next, rituals and routines, what is expected from customers when they walk in? What core beliefs do these rituals reflect? Do customers expect instant service? Symbols is a major key influencer. What image is associated with the organisation? We see a relaxed and friendly atmosphere in Matthew’s House where everyone is wearing casual clothes as it is an informal organisation. Regarding organisational structure, is he structure flat or hierarchical? Are there formal lines of authority such as managers? From studies, we can see that the organisation is a flat structure and there is no formal line of authority. Control systems include which process or procedure has the strongest controls? In Matthew’s House, money is the main foundation, so costs are highly controlled and lastly, power structures. Who has the real power in the organisation? Is this power used or abused? There is no set person with the power and everyone takes their responsibilities with pride. 5


Organisational structure and organisational culture have an intertwined relationship as they both rely on each other and work hand in hand in the workplace where one depends on the other for its existence. The relationship between both functions can help with future that will affect the organisation. Organisational culture works as the icing on top of the cake.  The culture is how the company works both internally and externally, but it cannot stand without the organisation’s structure, like the cake. The structure bounces communication around the workforce and how the company gathers its resources to achieve objectives. The concept of what will be the culture has a huge influence on the development of the structure especially regarding decisions about the organisation’s culture. The relationship between the two must be close as a mismatch of the both is a recipe for disaster. 
From all the research I have given evidence to in this report, I have learnt how the structure of Matthew’s House is a flat structure which is something that has enlightened me a lot about the functions of the organisation compared to a for-profit valuable business. It is also clear the relationship the organisation’s structure has with the culture of Matthew’s House. Quicker decisions are made, and every person gets a say in all changes and movements which overall keeps a motivated and happy environment of which goes onto strengthen the service the organisation is giving out to those who need it. Since the organisation is a not-for-profit and more of a personal outlook, it keeps the business a float with more cultural influences rather than the financial side of things that a for-profit business would typically put first.
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Top conclude, the purpose of this report analyses the functions of organisational structure and culture and analyse the relationship the two have. From the research and evidence given, Matthew’s House has a flat structure as there is no hierarchy to the type of organisation since it is a not-for-profit and has no set role of a manager. It is also worth nothing that culture simply cannot work without the foundations of structure. Structure helps set the grounds for the organisation such as guidelines and certain ways of working and then the organisational culture goes hand in hand with it regarding how the workforce react to these set measures. Matthew’s House has an informal culture which means it is a lot more relaxed. Overall, I have learnt a lot about these definitions and the factors influencing them. 
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PART 5 STRUCTURES OF ORGANISATION

How span of control affects organisational structure

SPAN OF | CONTROL = 7

[CCITCL T SELCCL ST SECEIT AT T

49 POSITIONS 'NUMBER OF LEVELS = 3
) FIat Norarchicat strcture

CONTROL - 3

e g
o1z2017 N4





