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Introduction

Organizational culture and structure are some of the important perceptions that people need for their behavior. They explain people's behavior in organizations of different types. They are used in different sectors, most often in companies to analyze variables. Their influence is explained and often studied differently from each other, especially in management. But there is also a case - examples when structure and culture are studied and it is concluded that they contribute to each other, analyzed among themselves to analyze their behavior. Unfortunately, it is quite clear that organizational structure and culture do not interact despite extensive research on their impact on each other. (Wei Liu, Herndon,2011; Singh, 2011; Zheng, Yang, McLean,2010). Many studies show that they are very useful to each other because they often classify the behavior in certain organizations of the personnel in question in them. But quite often the classification itself is different. Organizational culture is rather part of the internal factors of behavior in organizations which shows the way members to behave, as the attitude of different organizational structure is opposite, it is a factor and affects people and of their behavior externally. Here an organization is defined what structure it has depending on the culture in it, and finally other variables that can influence. That is why it is so important to study the culture and structure as an organizational one, for the well-being of the people - the staff in certain organizations.





























Main Body

Mechanism of interaction between
Organizational Structure and Culture

The study of the relationship between organizational structure and "culture" means:
to be very profitable because they both determine organizational behavior: Members, however, do it in different ways. This is organizational culture: internal factors of organizational behavior
as they lead the way: People behave in organizations by acting from within and deciding:
Prerequisites, values, norms. Attitude according to the organization: Members are guided in the day-to-day operations of the organization. In the On the other hand, organizational structure is an external factor that influences: The behavior of foreigners due to formal restrictions imposed by the division Work, distribution of power, grouping and coordination of subdivisions. For this: a person's behavior in the organization is a result of his culture .
Structure, as well as the influence of other factors. So he studied reciprocity:
The influence of the organizational culture structure is possible for comprehensive activities:
Understand the behavior of organizational members. organization, what it does, what it means and what it should be.
Culture shapes translation models in most organizations
members, and a plan for the translation of the leadership. Such a culture
establishes a personal vision for managers and their colleagues about the organization, their organization
its meaning, purpose and method of design. Do not be shy
and adherence to established procedures and legal recognition of interpersonal relationships
and groups within the organization have a significant impact on this report
management establishes the relationship that is established
in organizational culture (Ranson, Hidings, Greenwood, 1980). organization
culture creates organizational structure code
created. The organizational structure model developed in the organization,
hence, it is consistent with the perceptions, values ​​and values ​​of the prevailing culture.
Rules. For example, considerations of unequal distribution of power
the need to focus on power as the pinnacle of organizational culture,
then a central organizational system is likely to emerge. YES
The culture of the organization sets a precedent for employees and managers
organization as a machine, that is, as an organized, standardized and controlled system
a system that removes skepticism associated with the organization's work
The structure is likely to be very formal and experienced.
where there is a working classification.
The culture of the organization has nothing to do with the pre-existing organizational system, in choosing a suitable organizational model, as well as a position during its application. By the nature of this effect, there can be two: good and bad, depending on the adaptation of the new organizational structure existing models and cultures. When the new organization current structure and culture are harmonious, organizational The culture is influenced by the application of the chosen organizational structure. Through his legal process. Managed by the entire organizational structure. The behavior of employees in their daily work. Describe your employees ways of working, ways of communicating with others and how to make decisions. The organizational structure model encourages different behavior of members of the organization. If aThe chosen organizational structure corresponds to
culture values ​​the system in the eyes of the organization's members
be a suitable and useful model for the organization and
individual interests. In such cases
organizational culture refers to the structural model of the chosen organization
necessary, necessary, useful or "correct" and therefore legal
members of the organization. This means that employees accept the organization.

a structure that is in line with cultural ideas, values ​​and practices
the only way to meet their needs and goals. In this case
the culture of the organization will have a positive impact on the implementation of the program
selected type of organization.
If the organizational structure does not match the existing one
tradition of the organization, may not be legal in the eyes of its members. If
the culture or structure should change according to the solution
a state of incomprehensible understanding. If it is guided by a new organizational structure
employees need to engage in their daily activities that are not in line with
implementation of cultural values ​​and principles that they respect
The new organizational structure will create a state of so-called dissonance of understanding
among workers (Fiske, Taylor, 1991). This is an awkward and confusing situation
which occurs when the value of the person being respected is inconsistent
the way he is forced to behave. In other words, people have to work a
they don’t think they’re right, right, or helping. The staff is confused
The mismatch between values ​​and norms, on the other hand, and the functions in which they are contribute to the implementation of the new organizational structure
Next. People need to be consistent and efficient
their beliefs: therefore, the state of misunderstanding is not pleasant. As a result,
The members of the association will leave the district as soon as possible. It has to be
this can be done in two ways. Basically, they can follow rules and standards
another existing culture dominates and they return to their original form, ie
complies with those standards. Secondly, if for some reason it is impossible for them to leave
When they go back in time, the members of the organization will change
values ​​and practices that will later be reversed and legalized
their new behavior. In the first case, when the infection is resolved
insist on respecting existing rules and customs,
the culture of the organization exists and there will be no new parts of the organization
conducted. Thus, organizational culture contributes to the well-being of the organization
shape, is. г. makes it seem useless, wrong, or ineffective
members of the organization. Then the culture of the emerging organization will no longer prevail
limiting the implementation of a particular organizational structure. In such cases
the recently published version of the organization's structure remains a "dead letter",
while employees and managers continue to work in a normal way to adjust
their behavior in a figurative sense so that it can be seen (incorrect)
new form. The new organizational structure functions only officially and
no side effects. It is possible to apply such a new application
structure of the organization, but only partially or in a modified form of verification
cultural norms. Another way for the government to decide Disagreement is the understanding that the organizational structure has been successful and
Organizational bias towards change Which will be discussed later
In the introduction, we have described the nature of the relationships between groups.
The culture and structure of the organization portray a two-way approach, which means
That culture influences the organizational structure as well as that of that organization.
The structure influences the culture of the organization. Corporate cultural impact
Selection and operation of the type of organization in the specified manner
But also the long-term implementation of the organizational structure.
It has an influence on the culture of the organization, that is, the ability to change or modify existing forms
Organizational practices within the company, concerns about organizational structure
The company's culture will depend on the interactions between the two.
On the other hand, meetings and cultural practices and ways of working with them.
The completion of a specific task is the implementation of a specific group.
The shape of the structure is the same.
If the new organizational structure reflects the behavior of its members
Which corresponds to the cultural context that is already in the group
The structure will have a positive effect on the existing organizational culture: e
It will improve the quality It will be done in an institutional style.
Each organizational structure creates a unique character in the organization.
Members in terms of the activities they do each day and the way they do
Complement On the other hand, group members behave in such a way.
Specific symbolic and figurative effects The group members were inevitable.
Accept and combine their ideas for theories, values ​​and
And methods that adjust their behavior At the same time, they are accepting the offer.
Valuation and reconstruction of these values ​​to publicly represent them.
Welcome. Therefore, when the new organizational structure refers to virtue
That is the practice of existing cultural theories and traditions, and
Practice. These ideas will be strengthened by applying
The shape and repetition of behaviors that cause In this process, according to tradition
It is organized in a group format. Group building
Culture represents the process by which ideas, values, traditions become traditional.
And the organizational structure was created in its own way, directed by
Plan the behavior of group members in a manner consistent with
Strong cultural norms and values, the structure is strengthened and
There is a cultural arrangement.



Or the new module requires a system configuration member
Behavior in a manner that does not accept existing norms and rules. Two physical habits can be developed individually. It is described in the text above: If a physical nature exists, then. The structure of the organization has not yet been fully implemented.
With corrective action However, if the organizational structure is better, change can be made.
Physical culture In this case, the organizational structure
deinstitutionalizes So culture began to make a difference with
Changes are complex and lasting in organizational structure
The organization's management forces its employees to work overtime.
Time in a way that does not conform to the basic values ​​of culture.
Practices and Beliefs This brings the employee to a defined position.
Mental instability (Fiske, Taylor, 1991) in which they find rest.
Two ways. First, they can closely follow the standards set by the existing ones
So the tradition goes back to its original form
Importantly, this set was called frequency
There is a culture, it comes in love and thus lacks
Plans or changes to new forms However, the agency
Members can also escape intellectual conflicts by abandoning character and
The culture of honor and acceptance is the key to a new culture.
Performed by the new state of the organization Great benefits from
The emotional turmoil among the members of the organization provided by this positive approach.
Focusing on changes in corporate culture So if management is left
In taking that new corporate mod, no one else has employees.
It is optional, but the nature and style need to be changed and implemented
The new structure of the organization Finally there is a correlation between the traditions.
And the shape, but with the new style will make the new shape fit into this
The new organizational structure reflects the new organizational culture.

















Conclusion

Organizational culture and organizational structure are among the most common
Research concepts in the field of planning because they are
very strong influence on both behavior and performance
Organize members and the organization. This article started from
in terms of these two concepts, and so when
they are appropriate to have a stronger impact on organizational performance.
If culture and organization are not in harmony, it will get worse
Tensions and problems that affect the functioning of the body and
Rum products. So, it is important to know what organizational culture is and
The effect of structure on each other.
Planning culture influences planning and implementation
Structure. With instructions, values, customs and ideas, culture
creates a context and framework that they a
organizational structure. Cultural context can also be greatly activated
or implement a powerful and elaborate structure to expand
Pass. Planning culture legislates behavior and makes informed decisions
on staffing and management of the organization of the organization
Relationship between legitimate values ​​and behavioral norms. On the other hand, systematically
Structure creates a culture, that is, it reflects its values, customs and ideas.
However, the organizational structure can strengthen or even change the existing ones
Workplace culture. Thus, the relationship of organizational culture and
It has a double structure.

Operationalization of the appropriate planning culture and structure
it will be possible when comparing the Handy and Trompenaars classification
of types of organizational culture (Handy, 1996; Trompenaars, 1991) with
Mintzberg's organizational models (Mintzberg, 1979). In this
the classification of both cultures and structures differs from each other
the same criteria: criteria for the distribution of power in an institution and
the criterion of the strategy towards projects or people. Therefore, the assumptions are about
correspondence of individual types of organizational culture and organizational models
the structure can be established. The culture of the role or the culture of the "Eiffel Tower" involves
implementation of the bureaucratic model; work culture or “guidance
rocket culture corresponds to a professional model of organization, power
culture or family culture corresponds to the embodiment of the simple model
organizational structures: and popular culture, or hatching culture, includes
implementation of the democratic model.
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