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Roebuck (2014) states that organizations need to perform efficiently to sustain in the market. For successful operation in the market, organizations need to adopt favorable culture and select right organizational structure. Managers have to balance between cultures and structures. There are no absolute wrong or right combinations. Many successful combinations may fail due to the unique nature of the organization (Adair, 2009). Here we will see the organizational structure and culture of Syngenta and its performance. Syngenta is an agro-business company operating in more than 90 countries all over the world. It has established culture and structure and successfully run business for years. This report will examine the organizational structure, culture and effect of these two things in its performance.

[bookmark: _Toc47731334][bookmark: _Toc47731805]Organizational Structures
Armstrong (2012) defined that when many people form a common platform to accomplish something then it is called organization in a simple way. But in reality organization is a combination of values, structure, culture and many things that facilitate a group of people to attain some specified goal. Organizations follow a structure to come into its existence. This structure varies organization to organization based on organizational needs and objectives. There are many popular organizational structures, namely hierarchical structure, matrix structure, flat structure, divisional structure etc. These structures help organizations to create culture accomplished business as well. It gives formal shapes of tasks, position of its personnel, job and responsibilities of individual division. Structure describes the mode of hierarchy, power distribution, authority and the way of communication between managers and subordinates (Davies and Brown, 2014). Here we will the most common structures used by organizations below:
Hierarchical structure
This is the most common form of structure. Many other types of structures are formed based on this structure. When employees work under a supervisor or manager based on some factors it is called hierarchical structure. Function, product and geography are the most basic factors among them. In this form of structure every supervisor gets control over their subordinates (Armstrong, 2012). 
Matrix structure
Matrix structure is not very popular but still appropriate and favorable for some organizations like Syngenta. It's very different from traditional hierarchical structure. Skilled and people with similar attributes are pooled together to accomplish tasks. It has both hierarchical functional manager and project-based manager. To illustrate, all researchers have to report to the research department (Armstrong, 2012). 
.


Flat structure
This is a very common structure for small size and entrepreneur business. It's very handy because of quick decision-making opportunities and independence. This structure elements many intermediary managers. The power and authority is distributed in a horizontal manner for this reason it is called flat structure.
Divisional structure
When an organization is formed based on individual division which represents either geographies or products. Tasks and resources are being distributed based on individual divisional needs. A divisional head manages the resources and distributes the task. Employees report to their divisional manager (Armstrong, 2012).
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Figure 1: Organizational Structure of Syngenta (Week 3 Lecture, uwtsd Moodle)
Syngenta has a need for a unique structure to nurture innovative environments and empower employees. For this reason, it took matrix structure. The reporting system is established in a grid or matrix style. A manager or team leader coordinates the project and every stakeholder of that project is liable to report that manager. Team members are being selected for their personal attributes, such as skills and expertise. Matrix structure in Syngenta is very handy for it because it facilitates faster communication, employee empowerment and innovation. Every project gets enough talent and specialize experts in related fields.  Many teams and groups are formed for various purposes. Some are being formed for a longer period of time and some are for a short period of time. Only this structure is not sufficient for organizational success rather it is a complementary structure along with functional management style (Week 3 Lecture, uwtsd Moodle).
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When we study people of other countries, we often find differences in culture and values. In the same way there are differences of culture in the organizations as well. According to Kummerow and Kirby (2014), when an organization established belief, values, understanding, behavior and thinking style in a shared manner to achieve its objectives we called it culture. Culture is very important to achieve performance. It helps employees to act accordingly and shape their behavior in a way that is appropriate for organizational success. Culture is a combination of beliefs, values, perception about the organization, understanding of duties and responsibilities and many other things that sends a message to the employees to act in a way that reflects the combination of all these things.
To know the culture of an organization we can use Hofstede's cultural model. This model helps to identify characteristics of an organization. There are some indicators which reflect the values and in turn culture of suggested organization (Pilhofer, 2011). Hofstede’s Model is one of the oldest and popular models which is as below:
[image: ]
Figure 2: Hofstede’s Cultural Model

Extremes of Hofstede's model define the culture on that indicator. We can identify the trait of an individual, organizations or entity based on these criteria.
Power distance dimension: when people don't want inequality, establish Hierarchy for convenience, supervisors and subordinates enjoy the same privileges and are the same as the sign of low power distance culture. On the contrary, when people will accept inequality as unavoidable, hierarchy as natural and superiority between supervisor and subordinate matters then they are advocates of high-power distance (Shao, 2020).
Collectivist vs individualist: when identity is derived from social status, decisions are made on the best interest of a group, relationship got priority over tasks, and focus remains on greater wellbeing then it called collectivism. On the other hand, when everything will be prioritized based on individual’s preference we can identify its advocate as individualist (Shao, 2020).
Masculine versus feminine: when people take assertive roles, emphasize competition and performance, try to acquire wealth, work to fulfill ambition and success oriented then we call them masculine. On the other hand, when people will take the role of nurturing, emphasize cooperation and awareness, want to give service, better quality of life and are sympathetic to the unfortunate are prone to femininity.
Uncertainty avoidance dimension: you can perceive culture based on the preference about uncertainty. Uncertainty is natural phenomena, deviation is natural, ambiguity is not foreign, risk taker, innovative, flexible regarding rules will not bother about uncertainty. But people who are very cautious about threatening things, don't like deviation, prefer clarity, are rigid about the change, want to be formal, and like to work in a structured way are highly encouraged to avoid uncertainty (Shao, 2020).
Short term vs long term orientation: using this dimension we can find the focus of the people toward success in respect of time span. When people want success immediately, loyal to immediate gain and prioritize profit will be entitled with "short term focused". When people emphasize accountability, discipline, maintaining personal relationships, huge differences in social and economic aspects are not tolerated and are known as long term oriented (Shao, 2020).
There are various models which help us to identify the culture of an organization or Nation. Identifying culture is important because managers can use individual attributes to specific tasks. HR managers can align training programs based on these attributes.
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[bookmark: _Hlk47735268]Many factors shape the culture of an organization. Syngenta has established its culture with the help of many factors. It holds a high moral and values that helps to shape the culture of the organization. Performance, health concern, intensity of work within deadline and innovation are the values of Syngenta. It provides reward and acknowledgement for superior performance. Employees of the whole organization are aware of the best performer because of these good practices. Syngenta provides health insurance and sick leave with a salary that reduces turnover. It assigns expert and skilled people cautiously so that they can accomplish tasks within specified time. So, the intensity of work is very high and efficiency is also high consequently. Most important value of Syngenta is that it encourages innovation. People become rewarded if they are able to innovate processes or products (Syngenta, 2020).
As Syngenta uses matrix organizational structure the communication system is very efficient and nothing is hampered in the traditional channel of authority which helps each team work independently. This culture helps it to move faster. 
It responds proactively with the market. Syngenta's efficient research team quickly grabs the future demand and prognosticates the problem which helps them respond accordingly when needed. It also focuses on task orientation. Task orientation nature requires quick response on specific tasks. Matrix structure helps organizations to meet those demands efficiently (Syngenta, 2020).
One of the most significant cultures of Syngenta is employee empowerment. Employee empowerment means the power of implementing innovative and good things to organizations. Innovative environment, good appraisal system and freedom of work established the culture of employee empowerment. Employees become motivated to work on the best interest of the organization. Not only that but it also encourages employees to work with creativity. Employees can take decisions immediately when needed. In a rigid managerial system where employees are not encouraged without formal structure are not willing to take risk though return is substantial.

[bookmark: _Toc47731338][bookmark: _Toc47731809]Performance of Syngenta
[bookmark: _Hlk47735464]The importance of organizational structure and good culture can be validated by observing the performance of an organization. There are various structures and cultural practices all over the world but finding the appropriate one is very important for the success of an organization. Syngenta has proven its efficiency multiple times. It's one of the leading agro-businesses in the world. According to many indicators it's the number one agro based business in many countries. Not only indicators but of its financial statement is the evidence of its success. We will see the departments of Syngenta using financial statements from 2015-2019 (syngenta.com, 2020).
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Figure 3: Financial Performance of Syngenta

Syngenta maintained steady sales growth from 2015 to 2019. In 2015 the gross sales was 13411 million that has increased to 13582 million USD. This steady growth in sales shows the strong control over the market and customer loyalty. It's able to hold the market share continuously. Though the gross profit of the organization has decreased overtime the net income has increased. Net income is the main indicator of the performance of an organization. It indicates that Syngenta efficiently manages operating expenses which indicates performance of the overall organization becomes better day by day. Total assets are also increasing substantially. Its Cash flow from operating activities is also satisfactory. Positive current asset is also important because it prevents organizations from financial turbulence. It also successfully maintained positive current assets in the past 5 years. These indicators show us that Syngenta has efficiently managed all of its resources and employees. However, past performance is not assurance for future success. Syngenta has to maintain efficiency to prevail in the success (syngenta.com, 2020).

[bookmark: _Toc47731339][bookmark: _Toc47731810]Importance of structure and culture to attain superior organizational performance
Syngenta is trying to secure better food for the future by sustainable plant life. This is a very tough job as the environment of the globe is changing rapidly. Innovation, efficiency, work intensity and many other things all together helping Syngenta to achieve their goals and objectives. Only organizational culture or structure is not enough to achieve such kind of efficiency (Adair, 2010). For example, if an organization adopt innovative culture along with hierarchical structure that not friendly for faster communication then employees will be demotivated if their innovative responses cannot be communicated well with proper authority. In the same way if organizations adopt culture that is friendly for innovation but employees are eager to avoid uncertainty they won't bring efficiency to the organization rather it will hamper the regular activities of the organization. Syngenta has successfully adopted structure and culture that are very convenient to its business model. Though most of the organizations are following hierarchical structure in their business model it is following matrix structure to facilitate innovation, research and development, group-based work, empowering employees etc. Its business structure helps employees to implement their own ideas and innovation as well as their personal development. The established culture is very convenient to its vision to provide a better life of the plant by intensive research and development in insecticides, pesticides, herbicides and so on. The performance of Syngenta is satisfactory for past years (Mullins, 2013). Organizational structure and adopted culture become beneficial for Syngenta. Organization that requires extensive research, innovation and flexibility in decision making can follow Syngenta for superior performance. However, there is no concrete model or matrix that organizations can use constantly. Even current structure and culture may fail to produce satisfactory performance for Syngenta. Balancing these things is a continuous process. Managers always have to be vigilant to overcome such situations.

[bookmark: _Toc47731340][bookmark: _Toc47731811]Conclusion
Choosing the right organizational structure is very difficult. But many organizations are successfully able to choose the right one. Efficient and creative managers can help organizations to choose the best structure. In the same way, establishing a favorable culture also requires extensive effort and planning. Proper planning and right people also can solve these things. Blending of these two things ensure superior performance. Syngenta has succeeded in this process and is able to perform well. Though Syngenta has been doing well the past few years, it has to remain cautious always to maintain the performance.
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Financial highlights

Yearended December 31,
(Sm) 2019 2018" 2017 2016 2015
Amounts in accordance with IFRS
Income statement data:
Sales 13,582 13569 12649 12,790 13411
Cost of goods sold (7,383) (7.288) (6.491) (6507) (7.042)
Gross profit 6199 6281 6158 6283 6,369
Operating expenses (4212) (4.151) (6.104) (4636) (4528)
Operating income 1,927 2130 54 1647 1,841
Income(loss) before taxes 1,503 1731 (116) 1361 1592
Netincome/(loss) 1,456 1451 (9%6) 1,181 1344
Netincome/(loss) attributable to Syngenta AG
shareholders 1,450 1,447 (98) 1178 1339
Cash flow data:
Cash flow from operating activities 838 1,367 1839 1,807 1,190
Cash flow used for investing activities (248) (1641) (577) (521) (462)
Cash flow from (used for) financing activities (204) (350) (303) (1,134) (1,188)
Capital expenditure on tangible fixed assets (521) (448) (394) (425) (453)
Balance sheet data:
Current asses less current liabilties 3799 3828 5341 5089 5537
Total assets 22397 21182 20333 19,068 18977
Total non-current liabities (9181) 0073) (5615) (4830) (4,89)
Total liabiities (7,926)  (17038)  (12333)  (11097) (10557
Share capital ® 6) (6) (6) (6)
Total shareholders' equity 4397) @118) (7976) (950 (8401)

T After effects of accounting policy changes and restatements described in Note 2 1o the consolidated financial statements




