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1.0 [bookmark: _Toc117680083]introduction
what they can expect to read. The following report analyses how culture, structure and stakeholders affect organizational performance.

Ten marks. Definitions rewrite the question. 

2.0 [bookmark: _Toc117680084]Main Findings
2.1 [bookmark: _Toc117680085]ORGANISATIONAL STRUCTURE 
Having an organizational framework is important. Otherwise, you may encounter annoying process failures. Costs, schedules, and customer satisfaction are all affected in addition, managers lack awareness of what other functions are doing and are more likely to be dissatisfied and blamed (Goldstein and Behm,2004). Therefore, all organisational structures can encounter problems due to the environment in which they operate. In a towering, centralised company, many employees have limited personal power, and appropriate actions include being cautious, deferring to superiors, and upholding traditions (George and jones, 2012). A bureaucratic organisation is more likely to provide a framework in which predictability and stability are desirable outcomes. However, with a flat, decentralised organisation, employees have tremendous autonomy and more ability to control their own activities, allowing for the development of desired instrumental traits such as inventiveness and courage. Consequently, an organic structure is likely to foster a culture in which flexibility and innovation are highly regarded core qualities (George and jones, 2012). Since most organisational processes are permanent, modifying them is a time-consuming procedure that cannot accommodate all organisational changes, particularly those that are transitory or short-term. Indeed editorial (2022) states that a corporation's degree of centralisation or decentralisation impacts the creation of specific cultural values. By decentralising power, an organisation fosters values that support and reward innovation or creativity while also promoting flexibility. In contrast, it is essential in many companies that workers do not make choices alone and that their superiors may immediately assess their work. In this environment, centralisation develops cultural principles that encourage responsibility and compliance among employees. To prevent catastrophes, for instance, values that promote regularity, predictability, and obedience to authority are actively fostered. According to Walter (2019), there is also a framework known as the matrix structure; this structure is more democratic than a centralised organisation but takes more labour than an organic structure. They center themselves inside a matrix organisation by bringing together exceptional personnel to address issues; if they employed their employees for a single position, they would be underutilizing their skills, and the individuals working for the organisation would not be operating to their full potential. In addition, he asserts that workers have more freedom to problem-solve and apply their own initiative, and they like autonomy since they can see the direct influence of their efforts and demanding work on their performance. Gaille (2020) contends that a matrix structure has drawbacks, stating that all managers must be on the same page for an organisation to be productive. She adds that when two executives have different perspectives on how tasks should be completed, disagreements may ensue, and the work might come to a halt. Further, Egelhoff and Wolf (2017) believe that having numerous leaders might cause and overlap with dimensions, making it more difficult to reach an agreement and slowing down decision making. Moreover, he asserts that having two hierarchies is more expensive than having one, necessitating additional resources and increasing employee concern and stress.










2.2 [bookmark: _Toc117680086]ORGANISATIONAL CULTURE
[bookmark: _Toc117680087][bookmark: _Hlk119629673]Culture is a hidden force that influences most of our behaviours both inside and outside of organisations, as well as existing within each of us as people. We belong to a country, a profession, an organisation, and a social group. Each of these cultures has influenced and shaped us (Schein, 2009). In every new social environment we enter, whether we are conscious of it or not, we take the initiative, strengthen our current culture, and often enter a new culture. Through the interplay of cultivating, duplicating, and strengthening culture, a mutually beneficial connection is built between culture and leadership. According to Schein (2009), the leader may be hired to destroy the present culture by removing key culture bearers and to impose their own values, assumptions, and beliefs on the remaining workers by arbitrarily instituting new behavioural standards. Alternately, the new leader might change the culture by progressively imposing new norms, beliefs, values, and assumptions after first adjusting enough to get things done. Numerous leaders and organisations like this method of enhancing effectiveness the most. Dyer (2018) states that there are seven pillars to cultural success, they are transparency, positivity, measurement, acknowledgement, uniqueness, listening, and mistakes. The 'best practice' approach to keeping their employees is one of the many reasons why people desire to work in organisations, as it encourages the exchange of information, openness in communication, and employee participation. In addition, they assert that strong job stability and a healthy work-life balance boost performance since individuals are not under as much strain as those with a tighter schedule (Taylor and Woodhams, 2022). In accordance with the Academy of Management (2013), creativity and diversity are vital aspects of an organization's culture and having employees from multiple cultural backgrounds encourages innovation and creativity due to the variety of viewpoints, beliefs, and ideas. Furthermore, they argue that having a diverse cultural background can lead to negative stereotypes and that certain managers and employees can have insensitive attitudes towards those with a diverse culture, resulting in a toxic work environment that affects the performance of both involved and uninvolved employees. To go even further into the topic of diversity, in addition to the variety that exists across cultures, there is also difference between genders and between sexual orientations. This is a controversial topic in the modern workforce because of the prejudice that gay, lesbian, bisexual, and transgender people are less accepted than straight persons based on a stereotype rather than their skill set. This is because of the fact that many managers and organisations are still mired in the mentality of the conventional workplace and are not progressing into the current culture that other companies have embraced and are unable to impose a positive culture on future workers which affects their performance based on how they are perceived by individuals inside and outside of the organisation (Ozeren, 2014).













2.3 COOPERATION WITH STAKEHOLDERS
Every business, no matter how big or how small, has its two distinct groups of stakeholders primary and secondary, Primary stakeholders are the most common of which are shareholders, employees, vendors, and external customers. Secondary stakeholders include communities and government. Individuals or organisations that are either directly or indirectly impacted by the actions of a partnership are referred to as stakeholders. The connections that a company maintains with its many stakeholders have an important bearing on the company's bottom line. Businesses were able to construct an image and reputation for themselves via advertising and other media-based efforts. However, in today's networked world, a company's reputation is contingent on its ability to earn the confidence of important stakeholders (Svenson, 1998). Following subsequent research by Hunter (2018), as companies start to learn from their customers, operational processes will begin to undergo shifts. The way in which employees of the organisation interact with clients will eventually be standardised. Even though employees are a main internal stakeholder, stakeholder capitalism (2021) suggests that employees do not have as much power over choices that are being made. In contrast to this, these people have the potential to impact the company negatively by refusing to work, which has a knock-on effect on the organization's productivity. This may influence the strategy as well as the governance of the cooperative. Investors like learning how businesses oversee their net worth and return on equity. paying particular attention to Kerr (2021). According to him, once a company begins to see a profit, the board of directors will determine how best to put those revenues to use; this is a critical factor in determining how well the organisation operates. If the organisation is well-managed and prioritises the interests of its shareholders, this may result in a favorable situation, which may be conducive to the expansion of the company via the reinvestment of profits and the purchase of existing shares with existing capital.
[bookmark: _Toc117680088]3.0 Conclusion
Through the process of decentralising authority inside the organisation, a business may create principles that foster and reward innovative or creative thinking among its employees. This helps the organisation encourage flexibility in several different ways. The process of centralization provides an environment that is conducive to the growth of cultural conceptions that encourage responsibility and compliance on the part of employees. There are seven essential elements that must be present for an endeavor pertaining to culture to be successful. These components are transparency, positivity, measurement, recognition, originality, listening, and errors. Having personnel that come from a variety of cultural backgrounds fosters an environment that is more innovative and creative. A diversified cultural heritage may lead to negative stereotypes as well as insensitive attitudes toward individuals who come from a variety of cultural backgrounds. This can be a consequence of having more than one cultural heritage.
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