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The Influence of Organizational Structure and Culture on Employee and Organizational Performance

Introduction 
The key aim of most organizations, whether they are commercial or provide public service is ensuring that they perform in such a manner that they achieve their desired goals and objectives. Organizational performance can be considered as the activities that are aimed at achieving particular goals (Mon, 2019). Organizational performance can also be regarded as the functions that are associated with efficiency, effectiveness, output, and productivity, which result from the interactions between individual talents and motivations (Shabbir, 2018). Organizations that fail to achieve their desired performance levels end up being outcompeted or rendered irrelevant. Notably, a number of internal factors influence organization performance, some of which including organizational structure and organizational culture. In this paper, I argue that the organizational structure and culture are critical predictors of both individual employee performance and ultimately entire organizational performance. 
Organizational structure
[bookmark: _Hlk68870019]Organization structure is the system that determines how the job tasks are grouped, divided, and then coordinated within the organization (Folami & Jacobs, 2005). There are various ways in which organizational structure shapes the behavior of individual employees, thereby influencing the performance of the organization. Nene & Pillay, (2019) notes that every team or department contributes directly to the overall performance of the organization and to understand this it is important to examine the various structures that can be adopted within the organization.  In most cases, organizations adopt organic or mechanistic structures. The organic structure is less formalized while the mechanistic structure is more formalized with high administrative intensity and high specialization. The less formalized structure provides the employees with some levels of autonomy in their roles and responsibility, thereby inculcating a sense of personal responsibility that engenders the creativity and ingenuity required to help realize departmental and organizational objectives. The mechanistic structure could be stifling to creativity, requiring close supervision and authorization before an employee can make some decisions regarding their roles, thereby restricting the urgency for ingenuity and productivity. 
Organizational structure provides the parameter or targets which the individual employee is expected to contribute or achieve within their departments or teams. According to Ogbo, Chibueze, Christopher, & Anthony, (2015) the setup of organizational structures is aimed at defining the duties of each team or department and also determining their respective objectives and how they will contribute to the overall organizational objectives and performance.  This implies that organizational structure provides the roadmap and milestones that individual employees are expected to attain even as they contribute to the performances of their team or departments.  in this way,  they eventually contribute to the performance of the whole organization. By laying out the targets for individuals and their respective departments,  the organization structure incentivizes both individual employees and teams to work harder to reach their targets or even surpass them. Organization structures provide frameworks through which employees undertake their roles and responsibilities, which is critical in cultivating motivation that is required to enhance performance. Alipoor, Ahmadi, Pouya, Ahmadi, & Mowlaie, (2017) notes that some organizational structures have adopted task characteristic approaches in the evaluation of task designs, which focus on the job characteristics to make them more interesting and motivating. The core dimensions of motivating work involve elements such as task variety, task significance, task autonomy, task feedback, and task identity. These elements incentivize the individual employee to give their best in their assigned tasks, thereby contributing to the performance of their organization. For instance, task variety specifies the various skills and knowledge that will be required to get it done, and therefore, the use of different skills ad talents will ensure that it is completed instead of leaving it to one employee who is lacking in some skills. In the same vein, task feedback measures help the talents gauge the effectiveness of their performance and make changes where necessary. 
Organizational structures can also provide hindrances to individual and departmental performances,  thereby undercutting the overall performance of the organization. Alia, Alia, Al-Maimania, & Park, (2018) point out whenever there is a change in the new management at the departmental level,  disruptions can be caused,  which may affect the output of individual employees,  and therefore the overall team.  Such disruptions can be characterized by the lack of coordination or synergy due to the newly introduced leadership or the resistance of the employees to the changes made by the organization.  in this way,  the restructuring of the organization becomes an obstacle to performance;  to remedy this it is imperative for the organization to involve the employees whenever such changes have to be made. 
The organizational structure could also hinder individual and team performances in case the communication channels are not elaborate or clarified. Perawironegoro, (2018) observes that whenever communication is still filled within an organization there is food that new ideas and processes will be messed up.  This normally occurs whenever there is a miss-alignment of objectives,  which causes departments not to communicate effectively.  in this case,  individual performances are affected because an employee may not be clear about people they should approach for consultations about an idea that they think could solve a problem. Besides,  there are concerns and grievances that may also not reach the relevant authorities in time,  a factor that may lead to go-slows or loss of loyalty to the company,  all of which undercut their performances and those of their departments as well. 
Organisational Culture
Organizational culture is also integral when it comes to shaping the behavior of individual employees and influencing both individual and corporate performance. Shahzad, Luqman, Khan, & Shabbir, (2012) defines organizational culture as a way of doing things in an organization. Shahzad (2014) regards it as a system of values,  beliefs, and assumptions that govern the behavior of people in an organization. Ahmed & Shafiq, (2014) defines organizational cultures as the shared values within an organization which dictate how people act,  dress,  interact and perform their tasks and responsibilities.  These definitions concur that organizational culture is a critical factor determining the behavior of employees in an organization. It is therefore interesting to examine whether employee behaviour as dictated by organizational culture translates into individual and corporate performance. 
          Evidently,  the employee's behaviour can never be divorced from the culture of the organisation in which they are working. Quy (2018) notes that every organisation develops and maintains its own distinct culture which outlines the boundaries and guidelines for behaviour of its members. For instance, organizational behavior, in this case, could promote teamwork, which leverages synergy and creativity of team members to solve problems that the organization faces or achieve the targets that are expected of them. Such organizational cultures create environments in which productivity is possible at both individual and departmental levels. As an individual, the employee knows that they are expected to contribute their knowledge and skills in the realization of the goals and objectives that their teams are required to fulfill. 
Organizational leaders rely on developing sound corporate cultures that will increase the likelihood of attaining organizational goals and objectives. Joseph & Kibera (2019) observes that organizational culture is closely associated with social control, which influences the behavior and decisions that the employees make. This implies that effective organizational leaders acknowledge that as human beings, employees are slaves of habits, and the more they work to develop positive productivity habits in them the higher likely it is for them to motivate them and enhance their productivity. 
In many organizational contexts, teamwork is necessary for achieving particular goals and objectives. Organizational leaders, therefore, look for qualities such as team-playing as they recruit talent and also provide environments in which teams can thrive. In this way, they succeed to develop cultures in which teamwork is imperative in realizing the desired performance levels. Saad & Abbas (2018) notes that organizational culture provides the social glue that binds the employees together, thereby making them regard themselves as part and parcel of the corporate experience, which is essential in attracting new talent and also retaining the best performers. In such cultures, teams become the drivers of performance, through which organizational objectives are realized and any emerging challenges are also addressed through autonomy and innovativeness. 
Since organizational culture is regarded as the way things are done within a particular organizational context, it becomes imperative for providing the employees with guidance on what is expected of them. According to Khalif, Dahie, Mohamed, & Eid-Ga'amey, (2017) organizational culture is quite useful when it comes to making sense of organizational processes and helping the employees to understand the organizational objectives and events. These, in turn, enhance the effectiveness and efficiency of the employees. This implies that organizational culture supplies the employees with sufficient knowledge of what is expected of them as regards a particular task and how they can go about getting it done. This makes it increasingly easier for the employees to fulfill their tasks as dictated by some specified objectives or targets and based on their motivation levels, even go beyond what is expected of them. 
Conclusion 
In this discourse, I have established that organizational structure and culture are critical predictors of both individual employee performance and ultimately entire organizational performance. I have also established that organizational performance is largely hinged on the activities that need to be undertaken by employees so that specified goals and objectives can be attained. It has become abundantly clear that organizational performance relies on individual employees as much as the teams and departments to which they belong to. However, other internal factors such as organizational structure and organizational culture are also quite instructive in influencing individual performance, hence the overall performance of the organization. On one hand, organizational structure provides the corporate framework within which work is organized based on some particular target to be reached by an individual and/or teams. These frameworks may or may not incentivize the individual employees and their teams to become productive. On the other hand, the organizational culture tends to address the human aspect of the individual employees' behaviors. In the same vein, the culture that is adopted in a particular organizational context could either hinder or promote the performance of individual employees and their teams.
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