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Introduction

The study aims to analyse the relationship between the structure, culture, employee and organisational performance. The essay comprises in-depth research on organisational culture and structure whit relevant examples of a different organisation. It encompasses various factors such as environment, people, and structure that impact any organisation’s employee behaviour. Tesco is one example to show the cultural and structural relationship with the company’s performance.
Organisational structure is activities, task allocation, coordination, supervision towards how to achieve the organisational aims. Organisational culture is set of values, beliefs and understanding that are shared by members of an organisation. Cultures can develop at different levels: Culture and nations, nationals’ culture, organisational culture, corporate culture, professional culture, culture and management.

Discussion 

 According to Mullins (2016), the purpose of structure is the division of work among members of the organisation and the co-ordination of their activities, so they are directed towards the goals and objectives of the organisation. Structure creates a framework of order and command through which the activities of the organisation can be planed, organized, directed and controlled.
According to Alvesson (2012), the organisational culture is the values, morals and standards, shared by associates and managers. It also includes assumption, values, beliefs, norms and languages. Moreover, as per the structure and culture of an organisation, the business’s performance can gain the goals by using effective resources (Mullins 2016).
McPhee and Polee (2011) discuss that the culture emphasises the direction of the societies, according to Boddy (2011), an employee needs a favourable environment, resulting in its success and employees, an organisation is incomplete without culture, and hence it indicates the importance of the culture. Ranson et a1. (1980) suggest that culture in an organisation encompasses notions and ideology shared by the members of an organisation. Another study by Langford (1996) indicates that organisational culture directly relates to employee performance. The study includes employees of different organisation analysed based on sampling techniques, and it shows that better the performance of the company and better the participation of employee.
The organisational structure can be divided into different dimensions such as vertical and horizontal: the vertical structures possess different levels of authority by individuals in supervision and management, and they have a narrow span of control as compared to the horizontal structure (Mullins, 2016). In-depth research shows that the narrow span is much easier than the wider span, the wider span of control comprises many subordinates working under a supervisor. However, a narrow span of control is easy to communicate whit and cab be handled quickly (Boddy, 2011). It requires average management abilities to control a large number of employees. The ideal structure depends on the business’s unique strategy and has unique customer products, bases and services (Mullins 2016). 
The most common type of structure is a functional structure, around the globe, millions of organisations follow that structure, the reason for popularity of functional structure is the effectiveness and simplicity. The functional structured organisation is alienated into departments such as research and development, customer sales, human resource management (Verle et al.,2014). Furthermore, the organisation divides into smaller groups having specific tasks, these organisations have a group of individuals working in the IT department while others in marketing and others in finance. Each department in the organisation has a director or a manager, these entities are responsible for responding to the executive level in the hierarchical system, the primary advantage of the functional structured organisation is that it sorts the individuals based on their skill sets and it allows the employees to focus on the collective energies for their roles in the department (Mullins, 2016).
The organisation’s basis upon horizontal alignment whit a larger workforce allows the divisional structure of the organisation (Mullins, 2016). This structure allows for autonomy among the groups within the organisation and the best example for this type of structure is General Electrics, the company gives us an insight that each division works as its own company and have own resources and money. This organisation’s structure allows larger flexibility to the company with multiple divisions and working in the same function.
Another structure that allows employee engagement is a hybrid organisational structure, the matrix structure is the mixed structure made up of functional organisation. The employees report to one or two or more bosses in the matrix structure and depend on the project’s situation (Smith and Wang, 1996). This structure allows the employee to share knowledge throughout the divisions and communicate and understand the respective role’s function (Boddy, 2011). It leads to professional growth in the company, which broadens the skills and functions of the employees. The previous types of organisational structure help large organisations as well as start-ups and small companies.
According to Janicijevic, (2013), organisation’s culture is the set of collection and values and norms that employees follow during the interaction whit each other and whit the company’s stakeholders. Based on the culture, the company possesses hierarchy, market, adhocracy and clan culture. The hierarchy type of the culture is very stable and stable kind of this culture is somewhat formal and focuses on the employee’s authority and control to keep the organisation’s function smooth and advanced, if offers high security and stability towards the future of the organisation.
The other most common culture is Market culture, it is very similar to the hierarchical culture as it focuses on the system’s stability and security. Market culture focuses on competition and there is a high focus on the company’s production (Mullins, 2016). There is another type of culture referred to highly as the employed base culture, it comprises a friendly environment and work-related ethics, the benefits of clan culture is loyalty and promotion of honesty. It also allows employees to express themselves openly, and there is a high focus on teamwork (Hatch, 1993).
Organisational culture indicates the manager’s management responsibilities and role in the company’s performance, the culture also provides insight into how the complaints are being resolved and how the organisational structure work, effective business and smooth performance, the culture plays an essential role. The organisational structure and culture work together to outperform the rivals (Frost et, al.,1985). Formation of different groups for efficient outcomes can be done based on the culture, the culture decides the role and authority among the employees and bosses. Structure and Culture together identify the roles and responsibilities of the individuals concerning their relationship whit consumers. Any organisation is incomplete without culture, the culture comprises flexible learning of environment and changes within the environment. 
The organisational culture has varied impacts on the employee’s performance (O’Neil et al., 2016), the culture impacts the employee’s performance level and the motivation level. Often, the employees work harder to achieve the organisation’s goals to be part of the cooperate culture, the company with different culture impacts the performance deeply. Strong corporate culture shous that employees have similar beliefs and ethical values (Mullins, 2016). When respective ethical beliefs and values comply with business objectives, they have proven to make teams and trusting quickly. These ethical values and beliefs avoid conflicts and emphasise the completion of the task.
According to Janicijevic (2013), every organisation has a culture, good or bad. The author suggests that employees always look for good culture values, for long term performance, the organisation must be strategically relevant, the culture must be strong so that the people know the importance, similarly, the culture must have an inherent capability to adapt to changing circumstances. Organisational culture affects organisational life aspects such as decisions made, distribution of rewards and promotions among the staff employees, and response towards the company’s environment.
[bookmark: _Hlk68467652]Looking at some popular companies’ performance, it has seen that culture influences the behaviour and attitudes of the employees. Tesco is one of the best examples to show the cultural and structural relationship with the company’s performance.
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Figure 2 Tesco organisational structure at store level
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Figure 3 The cultural web
People inside in Tesco have to focus especially on the rituals and routines, to change the behaviours towards the suppliers and particular activities which the company highlight what is really important (Mullins, 2016).
The analysis of Tesco indicates that culture is an important ingredient for effective performance, the organisation survival exclusively depends on efficacy and effectiveness of resources, however, only a few managers realise that the culture of an organisation is essential for the better performance of the company (Hao et al.,2012). Shivers (2006) suggest that the companies that thrive to achieve the goals always need a formal structure for their organisation. It is essential for distributing the task among the employees who are working on the same project or task. As it is understood that the organisations cannot be run without the human resource, so different informal structure are made by the heads, this will help lead to different attitudes, perceptions, and behavioural traits with different aptitudes (Mullins, 2016). The fact that the employees form the organisational culture supports the ideology that organisational culture forms the organisational structure.
The organisational structure plays an important role in the performance of an organisation. The functional organisational framework has seen severely affected by the flow of communication at different levels of the hierarchy, it makes the organisation very slow to stick to new technology or the economic conditions, the structure has faces issues in expressing the individual needs, which result in de-motivation of the job and dissatisfaction. Hence the level of motivation employee faces impacts the output, and as a result, the business performance is affected too (de Melo et al.,2014). The organisational structure attributing to greater flexibility knows about the needs and wants of customers and provides better performance goals, communication encourages the individuals to have power and initiatives for making decisions and providing a feeling of self-freedom and motivation among the employees impacting the business (Mullins, 2016). On the other hand, the matrix type of organisation supports motivated employees because they work better.
Conclusion
Whit the help of the above discussion, it is evident that relationship between structure and culture plays an important role in the organisation’s performance. The above research shows the connection between structure, performance, and culture of the company; hence, an effective structure and culture accomplish high performance and profits, the culture impacts the performance level and the motivation level of the employee. Often, the employee work harder to achieve the goals of organisations to be part of the cooperative culture, the company with different cultures impacts deeply. Strong corporate culture shows that employees have similar beliefs and ethical values.  When respective ethical beliefs and value comply whit business objectives, they have proven to make teams and trusting quickly.
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