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Introduction

This assignment’s purpose is to show, through analysation, the effects of culture, structure, and leadership upon organizational performance.
 Changes in society are closely linked to the way social organizations function and develop. This dependence has long been noticed and throughout the history of human civilization, those who have understood it have used it to govern and change society as a whole and its individual spheres and structures. (Pugh, 2007)
Analysing the organizational structure can contribute to overheads contraction, and can enhance long-term productivity, and the personnel satisfaction. Using organizational charts, meeting with department heads, CEOs and members of board, and conducting research, people can detect where in the organisational structure changes may be needed
The findings should be summarized in a precise report that includes how the organisational structure is interpreted, the idea, and approach that should be made to improve how the business works.   (Kreitner and Angelo Kinicki, 2004) 
Some different tools for analysing organization’s structure are:


· The McKinsey 7S model, which contains seven important and interdependent elements of each organization, which are divided into two groups:
· [image: Резултат с изображение за „mackenzie 7s“]Solids - Strategy, Structure, Systems.
Soft Items - Shared Values, Style, Employees, Abilities.

The solid elements of an organization are easier to define, and managers can influence them directly. These elements are the organizational strategy, organizational structure, and systems (procedures, rules) for operation.
Soft elements can be harder to define because they are less measurable. Soft elements, however, are just as important as firm ones and include organizational values ​​and culture, management style, organization employees, and their competencies. 


· SWOT model

The assessment of the external and internal environment lets identifying the strengths and weaknesses, opportunities and threats for the enterprise existing in the external environment, as well as its competitiveness. There are several factors to consider in order to evaluate an enterprise's competitiveness.
- How strong is the enterprise's competitiveness?
- Will it boost or reduce the competitiveness of the enterprise, if it continues to enforce the ongoing strategy?
- What is the position of the company in comparison to its main competitors, given the main factor for the development of the industry?
- What are the capabilities of an enterprise to defend its position in the industry, given the competitiveness of the industry?

· Porter’s Five
 The industry is a collection of different businesses offering identical products or services. "similar products" means that those products which customers consider as replaceable. 
It is important to set boundaries as it will support managers to[image: Резултат с изображение за „porter's five“] understand the "ring" where they compete, also the setting of boundaries enables the enterprise to identify its competitors and manufacturers of replacement products. These features are very important in building a competitive enterprise strategy. Setting boundaries allows managers to determine the key success factors. When industry boundaries are set, managers aim to analyse the competitive forces existing in the industry to identify opportunities and threats. The best way to evaluate the competitive environment is by using M. Porter's 5-force model. It is a set of tools structured in the competitive environment of an enterprise, designed to assess these forces and their interrelationships. Although all businesses must be competitive, the nature of competition varies across industries. 


· [bookmark: _Toc35862459][bookmark: _Toc35862554][bookmark: _Toc35938254]Strategic Triangle Model
· [bookmark: _Toc35862460][bookmark: _Toc35862555][bookmark: _Toc35938255]Rational Model
· [bookmark: _Toc35862461][bookmark: _Toc35862556][bookmark: _Toc35938256]Natural System Model
· [bookmark: _Toc35862462][bookmark: _Toc35862557][bookmark: _Toc35938257]Sociotechnical Model


Organisational culture

Knowledge of employee’s culture is very important for managers. In terms of the essence of culture, there is immeasurable diversity, helping to solve problems in a social society that is made on the basis of the diversity that is bearable. It covers what is learned (and forbidden) from the family, from all training and is shared in groups, among colleagues; without leading to confrontation or creating anarchy within the company. Sources of cultural and organizational culture, speak languages, basic and specialized education, group and ethnicity, social definition, nationality, leading socialization, religion, gender, and business etiquette. Cultural diversity is the most important thing for an individual to be culturally different from another. Who deals with cultural differences, these patterns and lifestyles, human values, beliefs, ideals, people, and behaviour.  (Robbins, A. Judge and Millett, 2013)
The existing customs, traditions and the general way in which things are done in an organization are due to what was done before the organization became known in some established way. This fact directs us to the original source of its culture - its founders. They are the founders of the early, but also the basic culture of the organization - it is their original old habits and ideas, original vision of what and what the organization should be. Organizational culture is the result of the interaction between the views and modes of action of the founders and what their employees are gradually learning from their own experience.
Organisations are progressively becoming based on knowledge and their durability, and their accomplishments depends on their originality and innovation. Organizational culture better than the structure of an organisation influences how modernization and creativity are fostered from the organisations. As reported by studies on the inventive climate or innovative environment in the organisations, there are beliefs ​​or aspects that influence the creativity of an organisation and its innovation. qualities ​​such as resilience, united teamwork, along with collaboration are able to foster creativity and innovation. On another note, values ​​such as stability, discipline, consistency, balance undermine the innovativeness and creativity.
[bookmark: _Toc35938259]

Organisational stucture


[image: ]Hierarchical organization -  

Communication usually runs from top to bottom,
Which alludes that modernisation is stagnant,
commitment is lacking, and cooperation is missing.
Hierarchy’s biggest strength is that is so dependable
for maintaining the current situation.
Nonetheless, the biggest strength before now is
considered a weakness of this type of organization.

Flatter structure organizations – 

A "flatter" system aims to open
channels of connection and cooperation
while extract layers in an organization. 
To this model most of the large 
(very medium-sized as well) organizations worldwide
[image: ]strive. It is important to note that this type of
a model cannot exist without a few key things:
-A sustainable set of technologies that assist
 employees to cooperate and to have access to each 
other as well as to information all the time.
-Understanding by the CEOs and
managers which workers should not
be part of the organisation.
-Understanding that managers exist, 
to help employees, not the other way about.
It also means that senior leaders are focused on 
moving the authority below.



Flat organisations

[image: ]The flat structured organisations are exactly that - flat
Meaning that job titles are missing, seniority, managers, 
or CEOs are all perceived as identical.
Flat organizations are often referred to or referred to
as self-governing organizations. Absence of structure can also
make accountability and accuracy problematic.
The company is also prone to developing clicks where groups of employees support and collaborate with one another, however, often prefer to be alone, which could be a challenge for communication and teamwork.

Flat hierarchies  
They are somewhere between hierarchies 
[image: Резултат с изображение за „flat hierarchy organization“]and flat organizations. They are better hierarchically
 structured and also have ad hoc (special purpose) 
teams for flat structures or they may have flat structures
 and form ad hoc teams that are built by nature.
 Organisations with this kind of structure are very energetic and progressive by nature and can be perceived similar to an amoeba without a permanent structure. The main benefit of this structure is the focus on innovation. This structure is perfect for organisations wishing to maintain a traditional structure while promoting innovation can encourage the emergence of "flat" 
teams for work on certain projects. 



A holacratic organization
Holacracy supports hierarchies and yet transfers
[image: ] power from individuals in the pyramid to circles
 (or departments). There is still some form of structure 
and hierarchy, however it is not so much based on individuals but on circles. The main purpose of this structure is to favour
 the diffusion of decision-making while all are given the
 opportunity to do what they can best do. Each employee
 takes a role rather than a position, and within the circle, these
 roles are frequently reviewed and transferred. The information
 is openly accessible, and issues are addressed within the 
organization during specific or ongoing meetings. 




[bookmark: _Toc35938260]Leadership
In order to be considered a successful leader, one must make progress within the culture and within the frame of reference, it has imposed.  This influence is realized by identifying typical leadership styles in the organization that will be accepted and effective in certain types of organizational cultures. Successful implementation of organizational change requires a change and adaptation of leadership styles. While most authors consider transformational leadership styles to be best in the context of organizational change, we must emphasize that others prefer shared leadership or the combination of transactional and transformational style and rather follow a charismatic leader, and seek accurate and detailed instructions for all necessary activities, suggesting instructional behaviour with transactional leadership traits. (Locke, 2011)
We live in a time of energetic change, so we should build the future, manage ideas and abilities, and this is often accomplished only by competent leaders. Leadership is the method by which a person impacts the behaviour of a particular group in arrange to attain the objectives of the group or organization. Distinctive leaders utilize distinctive ways and styles of leadership to encourage workers to attain the objectives of the organization. The position of leaders continuously stands out within the organization; they always get a part of consideration since their effect on the viability of each organization is foremost. This uncovers the critical part of the leadership that comes from the capacity of leaders to construct a vision, to assemble devotees, to open and coordinate their vitality toward accomplishing that vision.   (Robbins, A. Judge and Millett, 2013) 

[bookmark: _Toc35938261]
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Conclusion

In summary, we can say that organisational behaviour is not just about making planned changes. It aims at changes, that improve the quality of life of people working in the organization, which in turn has a positive effect on the quality of the organization itself. In a world characterized by its globality and constant change, the need to study human nature is becoming more apparent. Leadership is a "branch" of the tree, which is represented by the management of human capital, which branch would withstand the increasingly turbulent environment in which we live and operate our business. Organizational culture could have a lasting impact on the process of motivating staff in companies, as long as it considers the different cultural characteristics and purely human needs of employees, which are the capital for the development of each organization.
[endnoteRef:1] [1: 
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