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Organizational growth and development are highly dependent on identification and understanding of critical factors that influence its overall effectiveness. Managers and organizations at large should exhibit a willingness to engage employees in order to foster employees’ commitment which promotes productivity (Ahmed & Shafiq, 2014). Organizational performance refers to the process of changing inputs into outputs by realizing given results. Organizational performance is determined by a series of factors some related to employees and others to the organization itself. Culture, structure and leadership are critical organizational aspects that significantly impact on a company's performance. Thus, Schein (2011) elucidates that managers are tasked with the responsibility of ensuring that each of these aspects appeals to workers and fosters individual and overall employees’ productivity. Against this background, the present essay explores how culture, structure, and leadership affects a company’s performance.
[bookmark: _Toc35957782]Organizational Culture
Organizational culture refers to the arrangement of different aspects that differentiates a company from others. Different researchers define culture differently based on the organizational aspects they deem to constitute culture. For instance, Hofstede defines culture as collective thinking of a group of people sharing similar goals and objectives while Schein (2011) notes that culture assets of behaviours and values that defines and guides a group's success.  Mujtaba (2008), on the other hand, defines culture as well-defined and established sets of behaviours, beliefs and values generally contained by a group of people. Notably, culture simply is acquired explanations, knowledge, beliefs, values, behaviours and communication of a large group of people who have similar goals and objectives. From an organizational perspective, culture comprises of a combination of beliefs, norms, and values that may affect employees' thinking, behaviours, and feelings (Schein, 2011).
According to Nelson and Quick (2011), organizational culture comprises of four essential functions namely, provides a sense of identity; enhances employees commitment; strengthens the company values; and shapes overall workers' behaviours by acting as a control mechanism. Performance, on the other hand, is a measure involving quality consistency, productivity, among other such organizational aspects. Schein (2011) argues that performance entails results involving behaviours and results (on criteria basis) and training and education concepts and instruments involving the training of leaders, and management development for establishing crucial attitudes and skills for managing productivity. Accordingly, the overall organizational performance is an essential function of the application of robust culture across the company's systems which facilitates undoubtedly the performance of the organizational routines.
Kotter (2012) posits that organizational culture significantly increases problem-solving awareness, job satisfaction and overall organizational performance as has been witnessed in some companies, when the culture is incompatible with the changing expectations of critical internal and external stakeholders, and it leads to decreased organizational success. Therefore, performance and culture are strongly affiliated despite the non-persistent nature of this relationship.  According to Bulach et al. (2012), the impacts of culture on workers based on three essential ideas. First, ensuring employees poses knowledge of the company culture allows them to understand the organization's history and functioning. Such knowledge then ensures they understand the projected future behaviours.
[bookmark: _GoBack]Second, organizational culture promotes employee’s devotion to the company's values and philosophy, leading to shared feelings of realizing a common goal. Accordingly, organizational goals can only be realized when employees have shared values.  Third, the culture due to its norms works as a control mechanism directing the worker's behaviours towards desired behaviours and diverted from the undesirable ones (Ahmed & Shafiq, 2014). This achievement is also possible through recruitment, selection and retention of workers whose values align with those of the organization. This form of culture is associated with more exceptional organizational performance as compared to the rest of the cultures. Although some may argue that culture does not directly affect the overall performance of a company, it affects various organizational aspects such as employees’ behaviours, and leadership structures which ultimately affects the organizational performance. Notably, the contributions of organizational culture towards overall performance cannot be ignored.
[bookmark: _Toc35957783]Organizational Structure
The structure of a company is simply the nature or arrangement of its personnel positions based on the tasks they hold, which influences the integration and coordination of these tasks. It acts as a map that orchestrates the relationships between specialized experts and in providing a primary ground on which the company functions. Organizational structure either promotes or inhibits performance based on the effectiveness of supervisory relationships and the nature of workflow. An organizational structure defines the flow of power, nature of communication and reporting structures while performance management is about setting goals and time-to-time reviews on the reporting structure. Lack of well-defined procedures and policies that are consistently used across the organization adversely affects performance management strategies limiting the company’s ability to achieve set performance goal. According to Child (2005), the primary purpose of an organizational structure is facilitating the successful implementation of company's objectives through the allocation of resources and people to the fundamental roles and designing authority and responsibility for their coordination and control. Ezigbo (2011) argues that the above assertion is that in addition to affecting productivity and economic achievements, organizational structure significantly influences workers job satisfaction and morale. Also, structure shapes not just the organizational competences but also its processes and systems which define and direct performance. Thus, the structure adopted by any company significantly affects the company’s performance amidst other factors.
Moreover, the structure comprises of patterns of relationships, prescribed positions and their respective roles and tasks that specify the expected relationships for people holding those positions. Sound organizational structures are characterized by division of activities into units, departments, divisions and definition of organizational relationships between the leaders and their subordinates. Accordingly, the structure of any organization greatly stipulates how the available tasks are allocated to employees as well as the reporting structure and formal coordination mechanisms. However, an excellent organizational structure does not lead to excellent performance on its own. No matter how good a manager may be, they cannot achieve the desired organizational performance individually since the performance is as a result of collaborative efforts between all the employees and their leaders. Thus, an organizational structure that facilitates positive work patterns and relationships leads to improved performance and vice versa. Consequently, managers and leaders must work to continuously ensure that their organizational structures are collaborative and encourage a spirit of teamwork and smooth information from across the organization. By defining the hierarchy of and employees’ positions in the organization, structure significantly affects leadership styles. The structure is thus meaningless unless it is strongly supported by the leaders who act as relevant drivers of the overall company performance.
[bookmark: _Toc35957784]Leadership
Managers and leaders play a crucial role in influencing the success or failure of their companies. Although leadership is often termed as the art of making sure other people are working towards achieving a common goal, it cannot be termed as a success if the outcomes are incongruent with the overall organizational goals. Accordingly, leadership is the most fundamental driving force for overall organizational performance. According to Karamat (2013), leadership may be explained as the effect that is achieved through the attainment of the company’s objectives and desired outputs. Consequently, performance is an indicator of the quality of leadership. Ullah et al. (2011) elucidate that leadership significantly relates to workers’ performance and that employees’ participation in leadership significantly helps in the development of an organization.  The nature of relationships between leaders and their subordinates is crucial since it necessitates creativity and innovative oriented competitiveness within and across organizations. In the face of the dynamic markets in which organizations operate, leadership effectiveness substantially affects performance.
Leadership styles selected by respective managers help in creating the mission, vision, goals, policies, and objectives of an organization as well as in identifying and developing the most appropriate methods of achieving them. As a result, the nature and quality of leadership determine the achievement of the company's mission and vision with leaders playing a crucial role in directing and managing internal and external factors that affect performance. In addition to a leader's personality, the style of leadership chosen significantly affects overall organizational performance. The leadership style affects the quality of coordination between the leaders and subordinate workers which leaders to either satisfaction or dissatisfaction of workers. Choosing the right leadership style leads to positive and healthy relationships between the leaders and their employees hence creating a positive working environment that leads to job satisfaction and workers’ morale. A significant relationship exists between leadership styles and organizational performance. According to Klienet et al. (2013), the style of leadership used by managers affects the company's culture, which in the end directly impacts on the organizational performance. Consequently, both organization performance and culture are directly related to the leadership styles used by the management. Notably, democratic, transformational and autocratic leadership styles positively impact on organizational performance since they promote relationships between workers and their managers while also ensuring that there are clear and well-defined organizational goals and employees are adequately guided towards achieving them.
According to Germano (2010), how a leader interacts with the subordinates is greatly influenced by the leadership style used. Leaders should identify the most appropriate style to use in every situation with the most preferred styles being those that facilitate smooth and positive relationships between them and the employees. Notably, the transactional leadership style, for instance, allows leaders to desire to give something in return such as promotion, pay rise or other such rewards. Using such a style to lead will ensure that employees are motivated and determined to achieve the set performance goal to earn rewards. However, leaders need to ensure that they fully understand the motivation of every worker since only by offering rewards that motivate them from a personal perspective employee can be charged to put extra efforts in attaining the set goals.
On the other hand, Schmidt (2012) argues that the type of leadership style used can lead to workers demotivation and dissatisfaction, which ultimately leads to poor performance and productivity. For instance, using an authoritative leadership style may not work well with most employees since most people dislike working in an environment that does not encourage them to take authority over their jobs. As a result, such a leadership style may lower productivity and lead employees into developing intentions to leave the organization hence adversely affecting the organizational performance. Ojokuku et al. (2012) postulate that leaders thus need to keenly study their employees and every single organizational situation before settling on a leadership style since a slight leadership mistake can ruin the overall performance despite having the right resources and personnel to do the job.
[bookmark: _Toc35957785]Conclusion
In conclusion, the paper has exclusively explored the contributions that structure, culture and leadership have on organizational performance. A positive correlation has been seen to exist between each of these aspects. For instance, leadership affects how workers interact with their leaders and the nature of communication across the organization, which ultimately affects the realization of set goals and objectives. On the other hand, culture, affects the employees' behaviours hence guiding workers performance towards or away from the organizational values. Thus, the type and nature of an organization's culture considerably affect how workers behave and work hence significantly determining their performance. Finally, structure plays a significant role in determining the nature of relationships existing between leaders and their subordinates. Sound organizational structures facilitate smooth and productive relationships between leaders and their employees as well as amongst employees which ultimately affects workers satisfaction and morale toward achieving the set goals. Consequently, culture, structure and leadership all have a substantial impact on employees’ morale, and job satisfaction which then has a direct impact on the overall organization performance. Remarkably, managers should work towards ensuring their organizations has appropriate culture, structures and leadership styles as part of their efforts towards attaining set organizational goals and desired performance.
The research reveals that the three organizational aspects namely culture, structure and leadership exhibit a notable degree of interrelatedness hence managers must work of appropriate development of each to ensure they lead their employees towards the realization of desired goals and performance.
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