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Introduction



On this assignment, the researcher is going to analyse the effects of structure, culture and leadership upon organisational performance. The report is including analysis of determining factors in the business culture and the organisational environment. Also, is important to point how this affects on internal changes and the behaviour of associates and senior staff in the organization.  
Considering the analysis of the organisation’s culture is crucial for the strategic plan of the companies, because through the definition of the corporation philosophy like mission, view and values, they can orientate and describe their goals, objectives and actions. All of the previous mentioned words should be executed in synergy with associates and senior staff together along with the whole company with the main goal of establishing long-lasting relationship between each other. Everything and everyone should agree on values, policies and work practices that are fundamentally strengthening interpersonal relations and the feat of economic objectives.
The leaders that are guiding the organization are the key point to spread the meaning of each value of the organization and also, the culture of itself is going to affect directly on the way that he makes decisions and achieve goals.















Culture in Organizations

Culture is conceived as a system of interrelationships between processes ontogenetic, social and historical individuals of collective behaviour in a time cut and anthropological and historical, which make possible cultural products, including demonstrations artistic, daily, scientific, technological and folk type (Vera, Rodríguez and Grubits, 2009).
According to ( Allaire, 1992 ) the culture is the characteristic indefinite and immanent  of any society and the organisations are small societies, and we can attribute cultural characteristics to the organisation that describe them being able to affirm that culture is to the organization, as the personality to the individual.
Social processes in organizations are determined by personal relationships and communicational that define culture and, in turn, is typical of open systemic processes that must keep the balance between influences coming of the external world and the demands and needs internal (Evan, 1976)
To sum up all the definitions above, we can say that organizational culture can be described as the values, principles, traditions and the way of doing things that carry weight on the behavior of the members in a organization. In most of the cases, this values and shared practices have evolved during the time and largely determine how things are done in a organization. 
There are three aspects implicated on the definition of culture: 
· Perception: The culture is not something tangible or something that physically you can see, however, the employees perceive it depending on what they experiment inside the organization.

· Descriptive aspect: This is how the members of the organization describe the culture of the company, it doesn’t matter if they like it or not.


· Shared aspect: Even though the individuals are having different experiences or work in different levels within the organization, all of them tend to describe the culture in similar words.




There are also some different dimensions of the organizational culture to have in consideration like: 

· Attention to detail: on this aspect, the company waits precision, capability of analysis and very close attention to small details. 
· Orientation to results:  it is more important to achieve the goals than how they were achieved.
· Orientation to people: on this dimension, the managerial decisions are take with the effect on people working on the organization in mind.
· Orientation to team: is a teamwork organization rather than individual results. 
· Aggressiveness: on this aspect, the employees are competitive and aggressive rather than cooperative.
· Stability: it is said that in this case, decisions and actions of the organization are taken in order to keep the status of the things.
· Innovative and risk taker: employees are encouraged to create and take risk from time to time. 
Every organization has a culture, however not every culture has an influence in the behavior and actions of the employees.
A strong culture is where the fundamental values are deeply ingrained and have a bigger influence among employees because all of them share this type of common thinking.  Let us have a look on a simple comparation.
	Strong Culture
	Weak Culture

	· Highly shared values
· Communication of coherent messages about what is important 
· The majority of the employees can relate about history or heroes of the company 
· The employees feel totally identified with the culture
· There is a strong connection between shared values and behavior.
	· Values are limited mainly to the high administration
· The culture sends contradictory messages about what is important
· Employees know very little about the company’s history
· They don’t feel identified with the message of the culture
· There is very little connection between shared values and behavior.


To keep and maintain a culture of organization starts with founders and owners philosophy, which needs to be clear and fixed from the beginning because at the same time defines the strategy of the company. Following that, is important that the criteria of selection in the moment of recruiting staff is made having in consideration the values that are crucial in the candidates that wants to join the organization, if the organization is creative and innovative it doesn’t make any sense that you as an organization recruit someone with lack of imagination. This is why the culture begins on the socialization of the concepts coming from the high administration and shared with all the members of the company.


Structure of Organization 


This can be assumed as a pattern of variables created to coordinate the work of organizational agents, resulting from the processes of division of the work, which generate formalized routines, differentiated and standardized, with an attempt to control and even predict their behaviour in the department and the people they are working with (Ackoff, 2000; Daft & Steers, 1992; Galbraith, 2001; Litterer & De la Rosa, 1979; Mintzberg, 1993; Nadler & Tushman, 1997).
In this order, Meyer & Rowan (1977), recognize that the structural shape is affected by institutionalized images, where individuals move away of technical rationalization to create patterns socially legitimized, which makes the ethics of social adherence and corporate culture are elements determinants of structure according to (Marín, 2012). 
Therefore, culture must achieve a relationship of adaptation to the structure, which makes it necessary culture and structure intermingle, support each other and reinforce each other. In this sense, culture, structure and environment must also achieve a relationship adaptation according to the words of (Montealegre & Calderón, 2007), in which human beings can participate and train meaningful intentions, for implementation in complex environments. For Savage (1999), this expression meaningfully implies the cultural or symbolic level of representation in the organization (Hernández & Galindo, 2008)
Leadership on the Organization

Leadership has a considerable effect on a group’s culture. If the manager is distant from his subordinates, this attitude can have a negative impact on culture and confidence in the manager. The way the boss works is a positive example that can positively influence the effectiveness of the group. While we can recognize and admit  that leadership is a universal phenomenon, is also noticeable that the values, beliefs, norms and ideals of a given culture affect the leader’s behavior and leadership actions, goals, and strategies of organizations, and of course, the perception of collaborators according to (Molero, 2002).
From this perspective, in other words we can say that the leadership exercised from the managerial practices plays a predominant role in the evolution of the system, which consists in orchestrating the inevitable -chaos, conflict and uncertainty. (Contreras & Castro, 2013). And first is something that needs to be learnt from the leaders and taught to the rest of members in the organization
Requirements of a leader: 
· Be a person who trains others. 
· Share information with your people.
· Facilitate dialogue with your subordinates.
· Learn from the mistakes you make.
· Explore new solutions. 
· Establish and compare a vision.
· Experience new ideas. 
· Take time to learn.
· Look beyond personal terrain. 
· Allow others to succeed.
· Share prizes and achievements.




Conclusion

The result of this report has given the chance to identify the importance of the contributing factors like structure, directors leadership styles and culture, to get to know the organizational characteristics and environment for the companies to accomplish objectives and generate value.
It has being pointed, that is important  for the organization to have a good leader that spread among the employees the culture that has been fixed from the beginning through the founders. 
It also stands out from this analysis that the organizational culture is determined by the forces of the macro-environment, which in turn cause changes in the behavior and internal working relations, if these results in relationships of trust and organizational growth, and unfavourable when adverse effects occur. The motivation and leadership exercised by management levels to strengthen organizational principles and identity and, as these contribute to the processes of integration and consolidation in the strategic design of objective planning and decision-making, alignment of corporate culture and structure, formation of multi-level systemic teams, strengthening of the culture of trust and empowerment, promotion of learning and human development, as determinants of organizational culture.
The culture is something that has been learnt from mistakes and success of the company and also can be changed, the important thing to know is that needs to have a connection with the strategy of the company. If you know your strategy, you also know that the culture is what gives impulse to it and gives a more complete meaning. The essence of the strategy consists in the choice of a very specific position, whose platform is found in the system of special activities that a company develops to achieve differentiated positions in relation to the competition (Montoya & Montoya, 2005). The design of the strategy requires both knowledge of the context in which the company must be located in order to achieve its purposes, beyond what is proposed, and of the cultural factors related to the strategist’s way of thinking, that is, how it puts into practice its thinking for the materialization of the vision of its organizational reality (Gutiérrez, 2012).
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