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Marks & Spencer is a pillar of the British retail landscape. Founded in 1884, the firm became a significant clothing, food, and home goods shop. M&S was a worldwide firm with revenues in excess of £8 billion and very high net profit margins in 1997. A stunning turn of events occurred at the turn of the twenty-first century for the company when the majority of its customers, women aged 35 to 55, stopped shopping there. Due to this grave danger to the company's existence, Marks & Spencer spent considerable time and effort brainstorming solutions. This was accomplished by implementing radical changes to the company's culture and by bolstering its current systems and procedures. Regaining their clients' trust and helping the firm flourish again was possible thanks to this strategy.
[bookmark: _Toc97421133]Impact of Organizational Structure and Culture on Organizational Performance
It is the values and beliefs that are held by the people of a company that decide to a large extent how managers handle issues and opportunities. However, even in the most successful firms, corporate culture may become stale and bureaucratic with time (Huff et al, 2009). An organization's culture has a profound effect on its employees because it molds their perceptions of the world around them. The ideas and values that people have absorbed form the foundation of any civilization. A person's views and values are less likely to be challenged after a period of time when they have not been challenged (Robbins and Judge, 2007). Changing the rules to suit individuals who don't follow them is very unusual. Employees get trapped in a rut due to inertia. Because of the hassle and uncertainty, employees become resistive to and hesitant to do things differently. This might lead to the demise of the business.
When it comes to illustrating the notion of hierarchical organization, the pattern followed by Marks & Spencer plc*, a global British retailer (clothing, food, and homeware), serves as an excellent example. As retailing in the United Kingdom has become more competitive over the last five years, Marks & Spencer has shifted its attention to innovation and high-quality customer service as the company's primary goals. business case studies (2014, Business Case Studies) However, the company's high structure and culture of dominance did not align with these new goals. It's difficult to respond quickly to competition when you have a large organization with several layers of management engaged in decision-making. Moreover, it inhibits creativity since only a few individuals at the top of the organizational structure are allowed to participate. As a consequence, the company's organizational structure had to be delayed (g), requiring cultural change.
Like many successful businesses, Marks & Spencer was a victim of its own success. As long as the company's corporate culture was judged successful, there was no need to make any changes. Employees had a strong sense of entitlement to certain perks and hours of work. However, it became clear that the prior culture couldn't keep up with changing market demands, thus a major reorganization was required. When workers started to embrace new methods of doing things, they were less resistant to change. In order to get a raise, employees were ready to work longer hours and accept the possibility of losing their jobs if the firm did badly. Additionally, they were sent to educational and training programs to help them adapt to changes in the work environment. All of this work has resulted in a more dynamic and adaptable organizational culture. The organizational structure was also restructured in a substantial way. The organization became nimbler and more sensitive to changes in client demand and taste as a result of a reduction in the formal chain of command. More responsibility was given to individual store managers as a result of a simpler regional management structure.
Organizational culture has a substantial influence on performance, as proved by Yildiz (2014) in his study on how it relates to organizational performance. According to Yildiz, knowledge management and creative strategy are characteristics of organizational culture. It is true that even cultures that are well aligned with the company's goal and context may not provide effective long-term results if the methods and practices used to implement them are not constantly adapting to the changing environment. There is, however, "ambiguity in terms of the link with organizational performance as strong cultures have been proved to hinder performance (un-adaptive) and there is also a problem of differentiating the effect of corporate culture on performance," as stated by Kotter and Heskett (2011) (The brothers O'Donnell and Boyle) (2008, p. 14). Organizational culture has been proved to be a source of knowledge because it facilitates the generation, acquisition, sharing, and management of knowledge by its members. In order for an organization to be successful, it must have a strong organizational culture. A number of authors feel that cooperation, information-sharing, and mutual help are key to success. (Tseng, 2010)
· M&S: Changes in the Organizational Structure and their Effects
In order to remain competitive in a market where consumers were becoming more selective about the things they purchased, several UK clothing companies were driven into developing new methods. In order to do this, M&S implemented a marketing campaign that focused on three main objectives: improving the products that people wanted to buy, improving the ambiance of the store, and providing excellent customer service (The role of training and development, n.d., p. 1). It was necessary to implement organizational adjustments in order to accomplish this. A new, "flatter" building was built to replace the previous one. High levels of bureaucracy and inadequate cooperation among staff at all levels defined the previous system, therefore modifications were required. In the new structure, there were fewer layers between the company's top management and its "basic employees," which may be described as delayering the implementation process.
Because of the streamlined decision-making processes enabled by this structure, workers were given more authority and were held more accountable for their work (The role of training and development, n.d., p. 2). Also, since there were fewer linkages between the top management and the company's workers who interacted with consumers, the administration was able to take the clients' comments into consideration more thoroughly because there were less intermediaries. The new structure has a number of benefits, such as these. The necessity to spend more time and effort on educating employees and managers is one of the drawbacks of the new system. (The role of training and development, n.d., p. 2-3).
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The behavior of individuals and groups of individuals when organized into a team defines any organization. Since everyone is unique, it is hard to make generalizations about human behavior. Organizational success depends on the actions of its employees, who do the tasks required to make that success possible. Both individual and group behavior are affected by cultural factors such as power dynamics and politics, as research on both levels has revealed. A healthy organizational culture encourages people to behave in a morally upright way, which in turn encourages them to strive for organizational success. One example of this is Marks & Spencer's great company culture (Cocci 2014). Customer service is at the heart of the company's culture, and as a consequence, everyone works hard to ensure that customers are happy, as well as finding and training new employees. Thus, the organization is always searching for new ways to enhance its operations. Employees like working in a positive atmosphere because of the company's strong communication protocols for gathering, collecting, and conveying the information necessary to carry out business activities.
Other than the culture of the business, politics has a significant effect on individual and team behavior, as well as the performance of the organization. To protect their jobs in the company, workers who do not work hard resort to dirty politics. One such corporation is Marks & Spencer. When people act in an organization in an irrational manner in order to get advantages over which they have no control, this is referred to as politics. Sourness permeates the air. There are many people working at Marks & Spencer, but the responsibility for the company's performance lies on the company's highest management. It's an issue that many employees at all levels care more about tarnishing the reputations of others than they do about doing their duties well (Pereira, Malik and Froese 2017). Morale and relationships among colleagues suffer as a result of the murky politics practiced by certain of the company's employees. Politicians and their victims are more prone to conduct negative behavior if their colleagues demonstrate negative behavior. Because of their rudeness, people are unable to interact effectively with one other. Interactions with colleagues and classmates are tinged with irritability and animosity. As a consequence of the manipulation and non-transmission of information, the team's morale is negatively affected. The team's negative behavior is the result of a mistaken perspective of the situation by the team's superiors.
· Factors that influence individual behavior at work
Having the capacity to learn from experience will have an impact on an individual's behavior at work, along with other elements such as ability and aptitude. Abilities are thought to be inherited. The ability to acquire and develop skills or talents is called aptitude. Individual disposition is still another consideration. An individual's viewpoint on work, management, acquaintances and the organization and the organization, as well as their attitude at work, which is their position or standpoint on politics, religion, education, and whether they agree or disagree. It is because of the various ways in which individuals observe the world that they have divergent opinions and viewpoints. This is why it's so important for the organization's communication to be clear so that everyone understands the message. The last consideration is the uniqueness of each person. A person's unique manner of interacting with the world is defined by their unique set of characteristic ways of thinking, feeling, and reacting.
People in an organization are characterized by their essential traits, which might be different for each person. A person's character is shaped by a variety of factors, including their unique characteristics, their overall personality, their motivations, and even their perceptions.  (Chumg et al. 2016). In light of the first aspect, the diversity of the people, it is clear that one-on-one contact is used to reach out to each person. Marks & Spencer's managers talk one-on-one with its staff every three months to get a sense of their perspectives. This, on the other hand, has been panned due to allegations of partiality and prejudicial judgement. A person's ability to observe and make inferences is an important part of their job performance. Another factor that might have a positive or negative influence on people's behavior is motivation. As a result of poor employee morale, the remainder of Marks & Spencer's staff has a negative outlook. The notion of the complete person encompasses both physical and emotional wellness.
The structure of an organization is an essential part of the concept and concept of business management. Social structure, ethics, and shared interests all play a role in determining the character of an institution. In a company's social system, consumers, vendors, and other partners are all included. It's up to you whether it's formal or informal. It is because of these social systems that people's behavior is influenced by organizations’ values and beliefs (Higgs and Dulewicz 2016). Group and individual motives have an impact on one's behavior. When it comes to business, ethics are everything. There are strict ethical and moral standards in place at Marks & Spencer across the board, with a particular emphasis on the consumer...
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M&S is a major company with a significant number of workers working together and a chain of command that passes down responsibilities to lower levels. It also features a customer-oriented approach that tries to meet the needs of clients. Before making a decision, managers may have discussions and consult with others, or they can use a combination of management styles, such as democracy, in which different teams collaborate to make choices that are chosen by them. According to our findings, an organization's culture and internal drive are critical factors. Marks & Spencer is a good example of how fostering a healthy corporate culture may lead to more positive behavior on the part of teams and individuals. Influenced by organizational power and politics, others' behavior and performance are greatly influenced.
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