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1 Introduction

This report is an analysis of how organizational culture, organisational structure and stakeholder cooperation influence the performance of an organisation, within this report their will be several sources used for definitions, examples and to provide different perspectives so the discussion is not biased, and a fair judgement is made. Before the main discussion, knowledge of what these concepts are is needed. Organizational Culture regards the values and perceptions that influence how things are done (GothamCulture, 2022) There are several types of culture such as: role culture, power culture and task culture. And organisations should try to have strong culture: strong culture provides clarity for those employed and they will work in line with the goals set by the organisation (iEduNote, no date).  Organisational Structure refers to the allocation of tasks, who each employee reports to and how everyone is supposed to coordinate and interact with each other (Mohammed, 2021) There are several different types of structure an organisation can have but the main two usually seen are tall, where there are several levels of the hierarchy and flat where there are few layers (Dili, 2017) Tall hierarchies are centralised, power revolves around the top management and in flat its decentralised and revolves around middle management. Cooperation with stakeholders refers to communication with those who have an interest in your business, this is done to gauge people’s feelings about the business and how It can improve. Organisational performance measures performance against the goals of the organisation (Hirebook, no date).  Performance is the responsibility of managers, for management to be effective there must be focus, time management advocating of change and making sure morale and motivation are high as it leads to engagement, see figure 1 to see how employee engagement benefits the organisation. It is also important to understand that each of these themes are interrelated with one another, Organisational structure determines the culture the organisation will follow, and culture will impact the quantity and quality of stakeholder cooperation, if there is a tall and centralised structure there will likely be a power culture where one superior dictates all (GothamCulture, 2022) and employees fall into a role culture where their only purpose is to complete their work and report to their superior (GothamCulture, 2022) the structure will leave little to no room for delegation so there won’t be much stakeholder cooperation in the business and unless the business has a focus on CSR or a calls department to deal with customer feedback there could be no external cooperation either. Alternatively, a greater focus on cooperation could cause a change in culture and structure and culture can change structure and how organisations cooperate with stakeholders. 



Figure 1: Virtuous Cycle of Employee Engagement (White Hutchinson, 2022) – The purpose of this diagram is to highlight how employee engagement removes potential problems down the line such as high turnover, how the positive results lead to happy employees which ensure these results are kept and increased and how positive results leads to further employee engagement which will create the same positive results.

2 Main Body

2.1 Culture

Organisational culture has a major impact on the performance of an organisation as if culture is weak there will be a greater need for bureaucracy and policies in the business which slows progress and decreases productivity. In their Improvement scheme (Goldstein and Behm, 2004) Rick and Dave created strong organisational culture by improving communication among managers and all the departments which means there is less conflict and so less bureaucracy is needed, over the course of two years a project timeline would be established in which specific performance requirements, key handoffs and dates as time commitments were outlined, every worker had accountability and the only intervention came as progress reviews, so there was much more independence which shows strong culture and when reflecting on results of the improvement process it could be seen that customer satisfaction and profitability had improved a great deal which shows the improvement of organisational performance in relation to organisational culture. 
Mullins says that organisational culture has an important effect on motivation, satisfaction, how teams behave, making decisions, structure of an organization, how work is organised and management control and later says how it reduces complexity and uncertainty and makes decision making, coordination and control possible (Mullins 2005). To elaborate further culture benefits the performance of an organisation by creating clarity within the business for example strong culture means there is consistent behaviour among teamwork due to the understanding of the task at hand which means they are motivated to complete tasks, without strong culture the performance would struggle as there would be no control, coordination or decision making meaning a great deal of bureaucracy would be needed hindering the performance of the business. 
Different to what has been said already, in a case study about the restaurant business, it was hypothesised that different cultures affect the performance of the business, innovation culture and supportive culture were said to have a positive effect on the performance of a business whereas bureaucratic culture will negatively affect the business performance (Jogratanam, 2017). This shows that strong culture is irrelevant if the culture does not suit the organisation and its employees, power culture where there is one dictator who doesn’t consult anyone (GothamCulture, 2022) will cause people to have low morale and therefore be less engaged with their work which hampers performance whereas task culture (Gotham Culture, 2022) promotes cooperation and engagement.
 After considering these points of views, it is fair to conclude that it is a combination on both the strength of the culture and the type of culture that will affect the performance, there needs to be consistency in the organisation and high morale for employees to be as engaged with meeting performance goals as possible.

2.2 Structure

Structure is important for performance as it clearly lays out what needs to be done, who does what and clear superiority is established, having structure keeps morale up and ensures people will nor disengage with their tasks and hinder the organisational performance, it also determines the culture the organisation will fit into. Flatter hierarchies are better as they encourage innovation and problem solving which means employees are well-rounded and they can help change the production process for the better and increase the performance of the business by increasing productivity, cutting costs and increasing customer satisfaction, this also means the organisation will not fall into power culture where employees are demotivated and don’t exchange ideas. Rick and Dave chose to use a decentralised approach when conducting this improvement process as they believed those involved are much likely to support the ideas they have for the business, the managers and employees involved committed to their improvement plan and helped them achieve their goal for improvement in organisational performance (Goldstein and Behm, 2004).
 Agreeing with this an article concluded that centralisation has a negative effect on the Innovation of a business, The lack of autonomy and breakdown of communication in tall structures can prevent opportunities to be innovative and express ideas as well as this there will be lower quality problem solving skills and less people who have these skills. that will help the business whereas in flat structures the autonomy that employees have encourages them to be innovative and share ideas with each other (Dedahov, 2017). Innovation has a direct impact on performance, if employees are encouraged to use creativity, they are automatically more engaged in tasks and so the tasks are completed quicker and with higher quality so production goals are met and some of their ideas may make the department more efficient in general, a sense of place helps retain staff and therefore these staff will advocate the business to applicants who could expand the workforce and help increase productivity.
Another article found that despite the benefits flat structures have for creativity, the span of control is too much for the managers, the managers will become disengaged with employees, the result of this is a workforce which try to brainstorm different ideas and form informal hierarchies which leads to high turnover, conflict and incompetent leadership (Lee, 2021).  Obviously this is counterproductive to the performance of the business, spreading out the span of control reduces stress on managers and helps maintain engagement between employees and managers and as it turns out a breakdown of communication is far more likely to happen here, however some employees may feel unable to express ideas due to the power culture that has been created by the structure and so feel unmotivated. 
To summarise, different employees and organisations are suited to different structures and cultures, organisations should try to please the majority and compromise with the individuals who are not happy.

2.3 Stakeholder Cooperation


Cooperation with stakeholders can improve the performance of an organisation because it can give ideas on how to improve and encourages you to look for other areas in need of improvement. The communication itself empowers internal stakeholders and creates relationships with external stakeholders. You should try to cooperate with every stakeholder possible, the empowerment will improve performance in the workforce, and it will allow external stakeholders to identify with you which will retain and attract customers. Rick and Dave alone did not plan the process timeline, cross functional groups helped create priority areas with goals and progress measures so that short term goals could be created so more could be done in a shorter time, in other words make the organisation more efficient (Goldstein and Behm, 2004), this shows how cooperation with management helped improve the productivity of the organisation.
 A blog by eXPD8 explains the benefits of communicating with stakeholders, the blog explains that you can redesign your approach to better servicing clients and stakeholders once you understand what their goals and objectives are, it creates motivation for employees and client and It helps businesses identify opportunities for growth as there is increased focus and there are areas of improvement identified and increased focus (Expd8, 2019). To elucidate, providing the needs of your stakeholders creates retention as well as trust and motivation, there will be more productivity, increased customer satisfaction and clearer goals for the organisation enabling the organisation to meet more of their aims in quicker time and even achieve more than intended. Organizational growth is a stage a company reaches when it can consider expansion and may look for additional options to generate more revenue (Indeed, 2021). If the business is to grow and achieve more revenue this will further improve organisational performance.
 Going against what has been said about cooperating with every stakeholder is the theory of an organisation-stakeholder fit based on the similarity of characteristics between the two parties, which outlines that not all stakeholders are compatible with the organisation and when there is a poor fit there is disengagement and the article also explains how without strong fits between corporate and the managers, what stakeholders anticipate and social factors that allow the business to trade will determine business survival (Bundy, Vogel and Zachary 2018), This means the sense of empowerment that comes initially with stakeholder cooperation will wear off eventually if there is no fit between them and disengagement will arise, and employees will feel less valued and so as there is no motivation to do better there will be no improvement in productivity as outlined in the vitreous cycle of improvement (See Figure 1) which shows that engaged employees create superior financial results and that without engagement there is no high fidelity guest experience so there will be no customer retention and employees will become unhappy and disengaged.
Overall, if stakeholder cooperation is to work, then both parties need to have common characteristics, if a stakeholder has indifferent values there has likely been an unclear vision that would unite all stakeholders which suggests poor management. Get all stakeholders to share the same vision and coop will be much more successful and try to understand their motivations, this can be done through group meetings or one to ones the way the insight could be very helpful.



3 Conclusion


In conclusion, all three concepts are vitally important to organisational performance as they all will utilise or improve upon the skills of management, dictate how engaged an employee will be with their work and it determines what sort of relationships are built in the organisation which could either help or hinder performance goals. The organisational culture needs to be one that is central to the employees of the organisation, a culture that empowers the employee Is one that also creates an increase in employee engagement and there will be a workforce that is committed to meeting company goals and therefore will do all they can to achieve those goals, the culture also needs to be strong where there is clarity throughout the organisation, the less bureaucracy and more employee autonomy then there is more work effectiveness, The structure needs to be one that suits the nature of work in the organisation but also one that motivates a majority of the employees and then make compromise with the unhappy few. Stakeholder cooperation requires all parties to have same values otherwise it will cause disengagement throughout the organisation where there is high likelihood of conflict and therefore progress will come to a standstill, however once everyone is on the same page cooperation with stakeholders can really help the business improve and continue to seek out improvement.
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