 This essay will discuss the relationship between structure, culture, people and organisational performance. The essay will describe the structure and culture of Faith in Families and analyse how these factors contribute to the organisations performance. The essay will discuss relevant theories such as Schein’s three levels of culture and Johnson, Scholes and Whittington’s Cultural Web, internationally acknowledged models of organisational structure and theories in relation to how the workplace is shifting due to the millennial generation.  
Structure is the underlying design of a company. Every company has a structure; most of them vary however, there are a few basic elements of organisational structures. Functional structure is when employees who do similar jobs are structured into departments, for example; Administration department, Human Resource Department. Then there’s divisional structure, this can be when a company splits up its employees by geographical location. There is also Matrix structures, which are more complex and are a combination of other structures. Lastly, companies can follow the project organization structure; this is where teams are put together based on what the group needs in order to complete the project that is set out. Faith in Families follow a Matrix organisational structure, this is because they have many sites such as; Bonymaen, Clase Caemawr, Eastside, Penplas and Portmead. Therefore they are split up into geographical locations, and then also split up by function within their individual locations. For example, at Penplas Family Centre there is a Centre Manager – Leanne, Finance officer - Elaine Howarth and Sharon Atkins - Company Secretary/HR (Families, 2014) , this type of structure undoubtedly portrays the functional divisions which allows company to comprise benefits of both types of structure.
There is a direct link between strategy and structure, with a good underlying structure there can be effective management, where everyone knows the hierarchy. Having the correct structure within a company is profoundly important; not having an underlying structure can devalue a company’s efficiency, morale and job satisfaction of the workforce directly.
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(www.businesscasestudies.co.uk, 2015) 
This diagram shows the relationship between strategy and structure. It basically shows that the right strategy and structure will result in achievement. For example, Faith in Families needs to develop an effective structure partnered with an effective strategy in order to reach their goals such as strengthen communities – “inspire, believe, succeed.”
There are two categories for structure, these are mechanistic and organic. Mechanistic is where a company adopts a rigid structure which can restrict the speed of reaction to rapid changes. Then there’s organic, this is where the structure is fluid which can accommodate changing conditions rapidly, with no trouble.  Chris Argyris was an American Business theorist who studied the behaviour of the workforce within structures, his theory is that “formal, bureaucratic organisations restrict individual growth and self fulfilment” (Argyris, 1964). This means that those in mechanistic organisational structures cannot develop themselves within the workplace because of the restrictions put on them by the hierarchical structure. Research suggests that Faith in Families adopt quite a mechanistic approach towards structure as it doesn’t leave much room for error. This assumption is due to the fact the division is categorised into geographic location and function. However, as a modern workplace they must adopt an organic structure otherwise they would not be able to adjust to the rapidly changing marketplace of today such as the increasing amount of Millennial’s coming into the workplace that cannot thrive under the strict hierarchical structures that once were dominant in organisations. 
When analysing an organisations structure it is difficult to understand whether it’s effective or not, what works for one organisation may not work for another. However, an effective structure usually promotes good communication. Alternatively an ineffective structure has a negative effect on a company’s communication. After meeting with Leanne – Penplas Centre Manager, I got the impression that the companies structure is effective because of how effective the communication is at the centre. I noticed this as soon as meeting with Leanne because she was informing the administrator what was going on, how long it would last etc. This suggests that Faith in Families structure is effective and promotes high-quality communication.
Linking in with structure is the culture of a business and they both link up to create the foundations of any company. So what is culture? Culture can be difficult for people to see and understand, however, Cooke and Rosseau 1988 perceive it as “the ways of thinking, behaving and believing that members of a social unit have in common”. 
There are different types of culture within businesses, these are National culture and International culture, for example, in the USA a firm short handshake is expected when meeting a colleague, however in places of Africa this would not be part of the culture and these discrepancies can be identified all over the world. Then there’s organisational structure which shows the way in which the organisation conducts itself, how it treats employees and customers, how free the workforce is when it comes to decision making, how power and information flow through the organisations hierarchy and how committed these employers are to the collective goals of the organisation. (www.businessdictionary.com, 2017) 
There are many theorists when it comes to organisational culture, such as Schein’s three levels culture and the Cultural web by Johnson, Scholes and Whttington they believe in a central paradigm supported by Stories, Symbols, Power & organisational structures, Control Systems, Rituals & Routines.
According to Edgard Schein 1992 culture can be summarised in three levels, artefacts, espoused values and basic underlying assumptions. Artefacts are the visual cultures that can be seen from the surface. Espoused Values are the strategies, aims and the organisational philosophies. Basic underlying assumptions are behind the scenes, non-established beliefs, however usually seen to be the biggest factor when capturing an organisations culture. When comparing culture, according to Schein’s three levels of culture you can see that the artefacts in which their culture was built on such as the bright expressive colours which was used to emulate a fun and enjoyable culture. The most noticeable artefact when visiting the Family Centre was the location, being in a church and the name Faith in Families gives the impression that the charity is very close to the religious beliefs of Christianity. After researching the Faith in Families website, it is clear to see the charities espoused beliefs and values, for example the mission statement being “strengthening communities” implies that their espoused values are to help the community through continued support through guided support for children and adults. There is also a crucifix within their logo which again enforces their philosophy of religion. Lastly the basic assumptions and values of Faith in Families, “these basic assumptions form around deeper dimensions of human existence such as the nature of humans, human relationships and activity, reality and truth.” (Anon., 2016). Faith in Families basic assumptions and values are that they work alongside religion, I assume this because of consistent inclusion of religious viewpoints throughout their website and brick and mortar. For example, on their website you can see the logo has a crucifix and that they call the charity “The Diocese of Swansea and Brecon” which implies that they see themselves as the carers of the Swansea and Brecon area in the name of the Christian church. On their leaflet you can see quotations such as “Enhancing people’s lives… people matter, whoever, whatever and wherever they are” this suggests that they link ever so closely with the church as these are very similar to the beliefs of Christians. The culture at Faith in Families can revolutionize depending on if they have new leaders, employees, managers, customers and the environment within they work in. For example, if for some reason Faith in Families customers shifted I believe that they would have to change their culture in order to be more effective. This also includes for example if there was a complete overhaul of managers at Faith in Families the culture undoubtedly change due to different views, values and philosophies. 
The theory of culture web is Johnson, Scholes and Whittington’s refers to how the employees communicate with each other and the outside world compared to other companies.
[image: Image result for cultural web] 
(Team, 2017)
	Johnson, Scholes and Whittington understood that these factors all influence an organisations culture for example; stories of Faith in Families can be so influential on the culture. For example the story of the Nike Sweat shops had a significant effect on Nike’s culture. Symbols include logos and images that are evident throughout the company such as the crucifix that is shown throughout Faith in Families. According to Johnson, Scholes and Whittington the power structures in the company have an effect on culture because they are the ones making the decisions. At Penplas Centre, Leanne is part of the power structure and has a massive influence on that centres culture. Johnson, Scholes and Whittington also believe that Organisational structure, Control Systems and a company’s rituals and routines are all part of the cultural web.
Culture can be also be defined by four different types. Firstly there is power culture; this is when the control radiates from the centre of the organisation, this culture has fewer rules and little bureaucracy which allows it to be versatile in order to change to demanding market place. Secondly, there’s role culture which is often stereotyped as bureaucratic and relies on permanent facts, such as the functions of finance, purchasing and production. In this culture, colleagues have visibly delegated powers that be within a highly defined structure. Thirdly, task culture is when the culture is based on the project of task ahead, an example of this is matrix organisations bringing the right resources and people together. In this organisational structure, power derives from expertise and knowledge not by position. Lastly, there is person culture, this is when the person is the central focus and the structure is built around them. This is familiar in firms of profession such as lawyers (Riley, 2011).  Research suggests that Faith in Families operates within a role culture. This is because on their website it shows the ‘staff team’ which is;
· Centre Manager - Leanne Evans
· Maria Lawrence Centre Deputy/ Senior Playworker
· Natalie Stevens - Play/Outreach Worker 
· Jackie Bennet - Play Worker
· Kirsty Cuttill - Play Worker
· Kate Davies - Administration Assistant
· Shirley Kerrison – Volunteer
(Families, 2014)
This implies that each person has a specific role in which they do daily responsibilities to fit their job role. It has clearly and precisely delegated authorities which is a character of role culture. This was also evident when I met with the Faith in Families staff on the grounds that I met with Leanne – Centre Manager and she gave me a tour of the centre and introduced me to the other staff, this signifies that Leanne had authority within the centre and the delegates respected that authority.
Simon Sinek in his Millennial Speech 2016 suggests that with the increasing percentage of the millennial generation coming into the work place is causing a massive shift in structures and cultures. He says that the millennial generation were ‘dealt a bad hand’. This ‘bad hand’ has resulted in a generation with low self esteem and confidence. In a workplace, employees with low self esteem will be inefficient employees.  If companies do not realise this and treat the millennial generation the same as they treated the ‘baby boomer generation’ then they will not succeed, resulting in poor organisational performance. Faith in Families has well-matched structure and culture for the millennial generation. This is because the matrix structure that they adopt allows participation by everyone allowing them to feel important. The leadership at Faith in Families is also very adaptable to the individual which is needed for the people in the workplace, meaning that the leaders can change their approach to each individual to maximise the individual’s performance, consequential a better organisational performance. 

After all, Faith in Families Mechanistic Matrix structure is working well and allowing individuals a chance to be heard however still keeping a bureaucratic system means that there is hierarchy in the charity, this allows the charity to thrive under today’s market changes.  The culture, rich with religion and the fun environment that the charity radiates allows positive energy to transport throughout the company.  The structure and culture of Faith in Families is also conformable for the millennial generation coming through into the workplace. 
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