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Introduction
Organisational culture can play a huge part in the success of a business. Organisational culture can be argued as one of the most important qualities a business should have, not only for employees but for stakeholders also. “The way we do things around here” (Handy Charles, 1999) can be described as the most famous definition of what organisational structure is, simply put organisational culture is the total beliefs, customs and attitudes that are most prominent within an organisation. Culture can make or break a business; weak cultures can leave employees and stakeholders feeling undervalued and not an important part of the business. After all, they are vital for the business to run and be successful. On the other hand, a strong organisational culture could increase productivity by leaving employees and stakeholders happy and feeling like a valued part of the business.
	Within this analysis, I will be outlining and explaining key points of organisational culture by looking at factors that determine the culture such as organisational structure, relationships in the workplace and workplace incentives and whether organisational culture affects a business’s success and productivity.




Discussion
An organisational structure is “A way to define the hierarchal system of an organisation. Identifying each job and function and whom the task reports to.” (What Is the Meaning of Organizational Structure?, no date). An organisational Structure is a basic way a business is run. Businesses typically only use two kinds of structure, tall or flat.
Tall structures are more commonly found in larger more complex businesses. Tall structures involve a larger number of line managers compared to a flat counterpart. The advantage of having a taller structure is each department is independent within the organisation with its line managers. In theory, this should be a help to employees as they know whom their superiors are, and have more support due to the line manager only managing a team and more specialised management in the workplace. The overall chain of command is very strong within a tall, structured business trickling down from high positions like management directors down to the organisation’s employees.
Short structures are most typically found within a smaller business. “Essentially, the organizational structure creates a business hierarchy to increase the efficiency and effectiveness of the business operations.” (Typical Organizational Structure of a Small Business, no date). Short structures have fewer line managers than their tall counterparts meaning the managing directors of the business have a wider span of control over what’s going on in the business. The lack of line managers means employees are managed in much larger groups than in tall structures, this can make employees feel less valued within the business as their relationship with their manager is not as personal as if they were managed in a smaller group. 
How an organisation is structured can have a direct effect on the organisational culture. The organisational structure can be described as “the way we do things around here” (Handy Charles, 1999).  Another description of organisational structure can be “The Collection of  traditions, values, policies, beliefs and attitudes that constitute a pervasive context for everything we do and think in an organisation” (Mclean & Marshall, 1993)
The organisational structure can play a huge part in employee morale and productivity. Companies with a weak culture tend to have a larger staff turnover and are less productive than competing companies with a strong organisational culture.
In the article “Taking the Next Step: Reaching Higher Levels of Organizational Performance” Rick Goldstein the president states that “He believed in his managers and wanted to further develop their potential while targeting specific operational areas for improvement” (Goldstein and Behm, Spring 2004). Shows Rick to be a passionate and involved President of the business, showing his drive and passion to further improve not only his business but his employees as well. Showing involvement himself and also persuading the team to share his enthusiasm for continuous improvement, could be seen as employee motivation to improve productivity within the organisation.
Having a poorly structured business can in turn affect the workplace culture. The Company discussed by Goldstein and Behm showed qualities of a poorly structured, weak cultured business. On Page 97 of “Taking the Next Step: Reaching Higher Levels of Organizational Performance” the business was described as having “most key processes crossed functional lines, requiring multiple handoffs and extensive communications.” (Goldstein and Behm, Spring 2004). This gives the reader an insight into how the business is run, showing weak structuring with key departments heavily relying on others to complete a task. Weak structuring can affect the way employees view the business, in this case, the employees can perceive the company poorly weakening the culture of the workplace. Weak structure and culture do not just affect employees these factors can adversely impact other aspects of the business such as impacting customer satisfaction timing and costs.
The way employees view the organisation is important from an internal view, however, stakeholders also play a huge part in the success of a business. According to the Oxford Learners Dictionary, a stakeholder is “a person or company that is involved in a particular organization, project, system, etc., especially because they have invested money in it” (Oxford Learners Dictionary, 2022). Stakeholders play a vital part in the business as they have an influence and capital invested within the business. Organisational culture impacts stakeholders as well as employees, if the organisation has a strong culture making employees feel valid and motivated productivity, as a result, will show increased: profits, customer and stakeholder relations and show a stronger brand image.
Making an organisation’s culture stronger isn’t an overnight or one-time deal, the culture needs to be withheld by everyone in the organisation. “the truth about “taking the next step” to improve performance is an ongoing process” (Goldstein and Behm, spring 2004). A plan for both monetary and non-monetary incentives would need to be created to improve morale in the long term not just in the period specified in the article. 
There are many ways of incentivising employees and as the world continues to modernise the typical 9 am to 5 pm shifts 5 days a week becomes increasingly more outdated. Calls for more modern flexible working hours and sociable and modernised workspaces are a must. Modern workplaces offer a wide variety of different options from typical full-time positions to job sharing, giving a greater work-life balance can improve workplace culture as employees may feel like they are not being overworked and get to spend more time outside of the organisation to enjoy free time.
 A leader in workplace innovation is google. Google allow employees to visit the office at any time of the day, and work from home when needed. Google gives employees a helping hand at obtaining a higher education, and watching their employees become more skilled through their funding of themselves shows that google has obtained an incredibly strong workplace culture where employees are not only cared for but encouraged to constantly improve their education and ideas. This is also a philosophy from the article as Goldstein states “He believed in his managers and wanted to further develop their potential.” (Goldstein and Behm, Spring 2004). By showing willingness and belief in employees, organisations show that they are cared for within the workplace again, improving the culture of the organisation and in turn improving productivity.
A way Goldstein and Behm began to improve the culture of their organisation was to take members of the management team on off-site events, taking employees away from the workplace to both and fun and neutral area where their all treated as equals can often relax employees creating a sense of less judgement from more senior members of the organisation. A less formal setting was used to break down two-year targets into smaller objectives that were easier to complete and gave the employees clear goals and deadlines spanning 3-6 months in the future. When targets are broken down, organisational culture could be improved due t employees feeling more relaxed than when an entire target is assigned to the department. By relieving some workplace stress and giving employees clear goals and timelines which to complete them employee productivity can increase as well as employee happiness.
Creating this sort of culture in the workplace could also reduce the turnover of staff. Reducing the number of people leaving and reducing the influx of new employees improves a few aspects of an organisation. Reducing the turnover of employees leads to stronger workplace relationships, a workplace where employees are well-known by coworkers and managers makes the atmosphere more personal and friendly. Again, this could also improve workplace productivity by making it easier to access help on certain aspects and interdepartmental projects. 
Goldstein and Behm explained on page 99 of the article that each department of the organisation was encouraged to create written feedback on others focusing mainly on interdependencies between departments outlining aspects completed well as well as aspects that needed improvement. This allows peers to have formal communication in the workplace on how their behaviour is affecting productivity in the organisation even if the effects are helping or hindering productivity. By requesting behaviour changes the hopes were departments would help each other by helping them commit to achieving interdepartmental goals. Improving culture by openly inviting constructive criticism and encouraging a healthier relationship between employees to improve productivity further.








Conclusion
Organisational culture, therefore, plays a crucial role in the success of a business. As shown throughout the analysis some key points prove the link between organisational culture and performance.
One of the most prominent points shown within the article was the messy structure within the organisation stated in “Taking the next step”. Goldstein and Behm highlighted that each department within the organisation was highly dependent on others to complete tasks, however, they also saw that most processes crucial for completing tasks on time were requiring multiple handoffs by different departments and crossing functional lines. Knowing this Goldstein and Behm were able to create a better-structured organisation where interdepartmental processes ran smoother. Increasing efficiency between departments relieved the stress of having multiple handoffs, taking pressure off employees and improving the culture. They improved employee happiness and stakeholder happiness as an increase in productivity allows the organisation to trade more and increase profits.
Also, highlighted was the encouraged betterment of employees by Goldstein explaining that he believed in his employees and wanted to encourage them to improve their potential and hone their skills in specific operational areas for improvement. Showing employees willingness in their skills and constantly showing encouragement for them to improve can motivate employees in a non-monetary fashion by showing this willingness the organisation’s culture will improve as a result due to the employees feeling valued in their place of work.
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