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Organisations all across the globe aim to be successful in their service towards their personal interest or society depending on what type of legal purpose they have. Despite their difference in purpose, legal obligations and shared values, there are three universally important aspects that each should focus on in order to drive success. Those three aspects are structure, culture and leadership which all have their own conceptualisation, approach or style and setbacks when not applied well into the business. Therefore, it is essential that they are fully understood, grasped in terms of practical application and sustained throughout the lifecycle of a given company – regardless of its sector of work.

This report will aim to examine the relationship between organisational performance, structure, leadership and culture and how those three impact the direction of the business organisations across the world. There is not a particular outline of an organisation within the United Kingdom as the study aims to universally explain the uses of the three components in relation to improving organisational performance, not just the link between the aspects in question. It is finally worth noting that organisational performance in expressed differently in terms of application when referring to the structure of a business organisation against the one for leadership and performance – due to differentiating contexts.
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Implementation of proper performance policies within an organisation will require strategies, activities and programs that employees implement on a daily basis to deliver results. The structure helps the business understand at what level each of its goals needs to be maintained in order to achieve the desired results. Often the hierarchical association of authority, communications, rights and responsibilities of an organization. The organizational structure determines how roles, strengths and responsibilities are allocated, controlled and coordinated, and how records flow among the extraordinary levels of management.

Robbins and Coulter (2001) are authors who conducted several studies on the subject of arguing the link between organisational performance and organisational structure. This is expressed in their report which outlined the significance of measuring organizational performance and emphasized the importance of organizational structure because it is “the vehicle through which managers can coordinate the activities of different functions or units, to be exploited. their experience and abilities completely. This in effect can be used to argue that in order for every business organisation to develop efficiency, power and sustainable but flexible structure simultaneously, the consistency of organisational goals and performance should be on the front line always. It should be established as an unspoken rule in the governance of business organisations which aim to enhance their performance in a technical sense.

The effects of the study for the relationship between organisational performance, improving it and the organisational structure itself is further analysed by Khaleghi et al. (2013). The author, after upon conducting numerous studies on the topic has evaluated the following: Even though there are and have been some benefits of affecting formality and attention to performance of the organisational nature of businesses, there is not any indication or sign for a possible influence on the complexity of form on organizational performance. This means that by integrating more components into the organisation, this will not necessarily complexify the process of developing better organisational performance ethics, also a view supported by Tsui et al. (2006).
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Having established that organizational nature of a business organisation in question always involves a variety of complex social phenomena, it is not surprising that scientists have claimed that in turn that company culture as a multi-layered structure that can be divided into separate sectors in keeping with observing and observing these phenomena (Elsmore, 2018). Furthermore, the organizational subculture is defined as the styles of shared values ​​and ideals over time that produce norms of behaviour that are generated when solving problems. The internal environment of a company is represented through its lifestyle and is built on the assumptions and beliefs of managers and employees. The organizational culture, manifested in the ideals and assumptions, values, attitudes and behaviour of its personalities, is a valuable supply of the company's competitive advantage. as it shapes organizational procedures, integrates organizational capabilities into a cohesive whole, it proposes solutions to problems encountered by the use of the enterprise and, as a consequence, impedes or facilitates the achievement of the goals of that business organisation. This is almost universally applicable and is especially true for companies working in the advisory sector.

Contrary to those beliefs, the performance management in an organisation is a process which is accompanied by various approaches to achieving a goal but in a suited and effective manner. In this context, organisational performance is encouraged by productivity in workforce by expression of personal and professional capabilities in a positive light. For example, for exceptional performance, employees are usually praised or rewarded as the managers and leaders in the given organisation make an effort to observe their performance. This, in effect, encourages the workforce to further enhance their raw potential and focus their energy in development professionally, according to Bipath (2014). Human resources has a vital role in this instance where it improves the organisational capacity by suppling already suitable workforce and relentlessly working on improving their new and existing abilities and skill. Effective organisational performance is built by strong individuals with cultivated beliefs and prompt to be innovative and consider aspects outside of the box.

Essentially, the link between organisational performance and the culture within is apparent according to those studies and the ones of Kummerow and Kirby (2014). They argue that the key to an effective performance is having an organisational culture of good health. This will mark a difference between two organisations which are found in the same sector or industry where one performs better than the other. Culture  of high quality and great strength in terms of support from the employer and employees alike is motivational for all sides to be increasingly competitive, competent and make an effort to understand the underlying values of the organisation they work for. Weak culture breaks the link between employer and employee in their relation which eventually will create a demotivating environment – this itself can cause a higher employee turnover and lessened retention. In order to not become counterproductive, every organisation should focus on establishing overall organisational practices on performance, and simultaneously support the lifestyles of its workforce with respect to their personal culture and value.
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Leadership can be a challenging concept to grasp in terms of fundamental understanding and application alike. There are various leadership approaches, styles, and even definitions expressed as the ideas of different writers throughout the years. However, the majority of them agrees that leadership is a type of system in which an individual or a group manages to successfully influence other individuals in the credibility of achieving a certain goal. This can be also interpreted as an influence to move in a specific business direction and strategic planning. Numerous business components in organisations embody leadership along with politics, teaching practices and as well as that social affairs. According to the studies of Messick and Krammer (2004), there is an argument which states that good leaders will always rely on their personal tributes and characteristics rather than the individuals who follow them upon encountering a challenging situation. This may also include the “characteristics” of the environment itself – internal or external, depending on context. 

Furthermore, the majority of business organisations across the world which have failed to serve the needs of society with poor organisational performance would be due to the fact that they have had an ineffective style of managing workforce. This is a scenario where the workforce remains dislocated, disorganised, with a lacking direction of professional goals, projects and organisational objectives. Contrary to the belief that timing, and financial resources are the biggest reason for failure in a company, the workforce and its marketing are truly what affects such situations in the majority of the time. It is, therefore, crucial to have capable leaders who do mobilise its workforce with proper leadership skills such as:
· Managing conflicts, professional and personal.
· Construct a positive environment for development of employee relations.
· Observe the environment and bring vision to practice with proactivity but as well as that inspiration and interpersonal skills (for example, communication).
· Employ the right leadership style.

Some leaders are naturally found and talented while others are built from their experience in the business environment. Whichever the case, they are equally as capable of leading workforce ahead as long as it is effective. The studies examine the fact that there are multiple styles of leadership such as the transformational style which is arguable the most compatible with organisational performance. This type of style encompasses innovation, proactivity, productivity, distributed power and it is driven by the company’s shared values, visions, trust and as well as that respect. It argues that the most effective approach to managing an organisation and improving organisational performance is to integrate staff using those shared values in prevention of having prejudices, and unresolved conflicts or misaligning goals. Hence, this is central to proper management of a business.

Organisational performance is additionally in positive development when the workforce feels fully in place in the business internal environment and is hence able to produce the desired results. This is linked closely with promoting equality in the workforce with the changing contemporary views and geographical integration of individuals in the business workforce. This notion is strongly supported by the studies of Ukeje and Okorie (1990), although decades ago, who note that this will eventually translate into a management of workforce that differentiates between subordinates, corporations, customers factitively and what profit or loss action will look like – achievement-wise. Leadership is an influential model to use in that particular case where the enterprise wants to drive good long-term results, according to Arnold and Feldman (1986).

McGregor (1987) argued that that organisational performance is a measure rather than process whereby the existing workforce in a company makes a particular effort to achieve positive results. This is arguably an individual phenomenon and has different environmental variables in effect of the general business performance that need to be taken in account. Thus, it is even more so important to promote equality between all workers in the business environment. Naturally, it is not only up to the company and its leadership style and management to improve upon organisational performance. Each and every recruit has their personal characteristics, ideas, creative thinking, consideration of ethics and general views on what is valuable and meaningful to them. This means that although leadership essentially is the drive behind good organisational performance among the right structure and culture integration, the company should look for individuals who are, in their own right, suitable for the business according to their beliefs. Otherwise, it will be unlikely that in the long term individuals will have minimal conflicts on shared values, method of performance and such even with perfect integration of management and leadership style. In other words, individuals should all be willing to be equally participative in a company due to their own understanding of what a business should and should not execute.
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In conclusion, leadership, culture and as well as that structure have a diverse and very dynamic impact on the organisational performance. This is particularly true given the changing preferences and values that employees seek when observing a potential business organisation to work for. The reason as to why it is essential to be as immaculate in applying the right leadership, organisational culture, and structure is the influence on employees and their motivations that drive them to produce desired behaviour – proactivity in the workplace.
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