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[bookmark: _Toc65710325]Introduction
Organisational behaviour is a field that explores human behaviour in an organisation. The literature regarding organisational behaviour has aimed to understand different factors that contribute to organisational behaviour for fostering positive employee citizenship behaviour within the organisation. Organisational structure and organisational culture are the two most crucial factors that form people's behaviour in the organisation and these two factors are related to each other as well. both organisational structure and culture influence the management in terms of their mutual interaction as well. This report focuses on analysing the mutual impact of organisational structure and culture and their relationship with organisational performance. The effects of organisational structure, culture, management, and leadership on individual behaviours have been explored for understanding the way these variables shape the individual and organisational performance of the employees.
[bookmark: _Toc65710326]



Relationship between structure, culture, people, and organisational performance
Organisational structure indicates the norms, rules, and policies that are used in an organisation for achieving strategic business objectives. Organisational structure can vary depending on the span of control, coordination level, relationship between the leaders and the subordinates, cost, decision-making, and communication process. Nikpour(2017) noted that there are different types of organisational structures which are selected based on their ability to be fit for the organisation. Generally, organisations tend to use, hierarchical, or flat organisational structures. The type of structure can influence the company culture as the hierarchical structure is established on the hierarchical levels and the span of control in the system is narrow. The flat organisational structure has a wide span of control through wide hierarchical levels. According to Janićijević(2013) organisational structure and organisational culture are interdependent and the attitude, framework, and policies influence the culture as well. according to PAAIS and PATTIRUHU(2020), organisational culture is a system of values, attitudes, assumptions, and norms which are established through different symbols developed by the members of the organisation. This definition of organisational culture indicates the concept to be cognitive and symbolic and it determines the way members of an organisation perceive and evaluate the organisational environment and behave within the system.
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Figure 1: Relationship between organisational culture and structure
Source: Janićijević, 2013
The significance of organisational culture lies in the fact that significant values and various assumptions are imposed by the organisational culture which can impact the organisational processes and performance. With the help of the employees' and managers' perception organisational culture shapes the dominant leadership style of the organisation, learning and knowledge management system of the company, company strategy, style of management, reward system, and employee commitment. Thus, it can be stated that organisational culture significantly influences the structure of the organisation. Janićijević(2013) considered organisational structure to be a sort of cultural symbol and it reflects the core values and the assumptions which are dominant in an organisation. 
Considering from the perspective of the organisational behaviour, organisational structure and organisational culture determine the behaviour of the members in different ways because organisational culture works as an intrinsic factor that motivates the way people behave from within and the organisational structure functions as an extrinsic factor that influences the behaviour of the employees from outside with the help of formal rules, limitations, and policies set by the distribution of authority, coordination level, labour, and unit division.
Impact on organisational performance 
Organisational performance depends largely on the individual performance of the employees and their commitment and engagement in meeting the strategic goals of the organisation. Organisational structure has a direct impact on employee performance because as a structural configuration it controls the way organisational members perform their tasks for achieving the organisational goals. According to Nikpour(2017) organisational culture primarily function in modeling the behaviour and performance of an organisation by the collective efforts of individual members of an organisation and when organisational culture is appropriate for the members it can improve their performance and effort of achieving the organisational objectives. Depending on the organisational structure and the level of participation of the members, the decision-making process, actions, and interaction with the organisation's function can vary. For instance, within a hierarchical structure, employees within a hierarchical structure work depending on clear instructions and their participation in the decision-making is low. On the other hand, different corporate cultures such as power culture, task culture, team culturerole culture, orperson culture can impact the individual performance of the employees depending on employee's perception, value system, and beliefs. Individual factors of personality play important role in determining the way an employee’s performance will be influenced by the organisational culture and structure (Janićijević, 2013). Organisational culture is a significant component of fostering a positive work environment that promotes the individual performance of the employees by ensuring satisfaction, and workplace engagement. 
Scheinsuggested that culture involves three levels of awareness and one of them is artifacts which are visible in the organisational structures and processes. Espoused values which are characterised by strategies, goals, and philosophies are less evident and the third level is the basic underlying assumptions. According to PAAIS and PATTIRUHU(2020), organisational culture cannot impact organisational performance as the people within the organisation are associated with the performance. Thus, to influence organisational performance, the culture needs to influence the people for improving their individual or collective performance. Nikpour(2017) noted that culture affects organisational performance by influencing how people think, feel, and take actions in determining the situations which mean it affects people's cognition and behaviours. Along with that by shaping the contexts in which people work, can hinder or facilitate work performance. 
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Essential nature of managerial work 
Classical management theorists like Taylor and Fayol argued that managers need to work based on scientific, standardised rules as well as precise formulas for controlling the behaviour of the workers. Fayol developed certain principles of administration that suggest that managers in an organisation plan, organise, control, and coordinate. However, Barnard with the help of behavioural perspective suggested that management's role in the organisation is to develop an effective fit between the organisational purpose and environment. Fosteret al. (2019) suggested that a manager's formal authority and status in an organisation involves interpersonal roles, informational roles, and decisional roles. 
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Figure 2: Manager’s Roles
(Source: Kurke and Aldrich, 1983)
Kurke and Aldrich(1983) noted that in terms of functional and procedural responsibilities the nature of managerial work can involve specific duties based on the expertise and knowledge required by the company. The broader and complex set of managerial responsibilities are illustrated by Fayol’s approach to management as discussed below:
· The primary role of a manager is planning for meeting the goals and objectives of the company. This is the delegating nature of managerial work as a manager needs to allocate employees with resources and responsibilities along with setting measurable and realistic timelines with standardised process of completion (Mintzberg, 1971). In terms of the process, it requires the people in the management roles to continuously monitor team progress for making necessary adjustments when needed.
· Managerial work also requires organizing for ensuring the seamless functioning of the units. It involves establishing internal processes and structures and selecting suitable employees for performing specific tasks. Organizing the daily operation appropriately is critical for the function of management.
· Stewart(2019) argued that leaders and managers are different based on their attributes and nature of work. However, managerial work comes with certain leadership factors like motivating the team. Managers need to be confident in projecting a robust sense of direction and leadership in terms of setting goals and communicating the subordinates about new processes or policies. Managerial work also includes the task of reinforcing the employees and providing them encouragement, support, and motivation for better performance.
· Controlling is another role that managers need to practice for ensuring the performance, quality of work, and efficiency of the workers are maintained. Cambalikova and Misun, (2017) suggested that in managerial work controlling means making sure that the ultimate goals of the business are appropriately met and necessary changes are implemented when necessary.
Role of leadership 
Research in the area of organisational behaviour suggested that leaders play a significant role in shaping and forming the organisational structure and culture. Leaders can change the organisational culture as that have the quality of influencing behaviour of others. A leader's role in an organisation includes directing, developing vision, motivating the subordinates, and facilitating an appropriate work environment. Leaders' roles in an organisation can vary depending on the leadership style and approach utilised by the leader. Leadership styles can be autocratic, participatory, Laissez-fair, transactional, and transformational. Al-Malki and Juan(2018) noted that the classical school of leadership theorists focussed on the personality traits of the leader rather than the behavioural factors. The leader's role in the organisation is also associated with the organisational culture as it is directly associated with power. Khattaket al. (2017) noted that power culture assumes that power needs to be concentrated at the top of the organisation and thus, the leader centralises the power and makes all the decisions. Such leaders need to practice authoritarian leadership which means the leader's role is limited to developing a strategic vision, and decision-making. Deshwal and Ashraf Ali(2020) noted that in power culture the source of a leader's power comes from his charisma and control on the resource. 
In organisations with team culture, the leaders tend to use a more participatory approach that means the leader's role apart from developing a vision is to facilitate collaboration and ensure participation of the employees in the decision-making process. In role culture, which can be found in bureaucratic organisations, a high level of formalisation and standardisation is used and leaders need to have managerial quality with the ability to formulate the direction, rules, and organisational policies.
Al-Malki and Juan(2018) noted that in contemporary organisations it is important for a leader to be motivating, practice emotional intelligence, and maintain effective communication with the subordinates. Strong leaders need to be continuous learners and play the role of a coach and communicator. 
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Behavioural approach to management differs largely from the classical and scientific approaches to management as behavioural approach focus on the aspect of people management and human relations. Rather than developing scientific rules and setting the tasks, it focuses on employee satisfaction and motivation. 
According to Todeva(2007), total efficiency and workplace harmony cannot beachieved through the classical approach. The behavioural approach to management emphasised the areas that the classical approach overlooked. As the behavioural aspect of management highlighted individual behaviour and group processes, it identified the importance of individual indifferences in organisational behaviour. The human relations approach indicates that managers can face difficulties as staff members usually tend to shift from predetermined patterns of behaviour. Thus, it is important to understand the individual needs of the employees in terms of social acceptance and recognition (Singh, 2001). Maslow's Hierarchy of Need Theory and Herzberg's Two Factor Theory are vital in identifying the individual needs of the employees which can differ from one individual to another. Another extension of the human relations approach is the Behavioural Science Approach which prioritises the behaviour, performance, and attitude of the people and focuses on understanding the nature of work, degree of satisfaction, and skills and expertise of the workers.
In the behavioural approach to management, personality plays an important role in understanding the differences in individual behaviour. Cobb-Clark and Schurer(2012) suggested that personality refers to a combination of different qualities that forms the character and nature of a person. It also determines the behaviour of the people. From the Big Five Personality dimension, five traits of human personality have been identified and the personality traits affect the individual behaviour of the members in an organisation. The five dimensions of the personality are:
· The openness suggests the willingness of learning new things and have different experiences in life.
· Conscientiousness suggests having a high level of vigilance and reliability compared to easy-going people. Such people tend to be more focused and organised. 
· Extraversion refers to people who are extroverted and are interactive with others. Such people are enthusiastic, works effectively in groups. 
· Agreeableness means the trait of kindness, trustworthiness, and affection. Such people tend to be cooperative and have a high level of emotional intelligence. 
· Neuroticism is a trait that is associated with sadness, anxiety, and instability. Such people can be difficult to deal with due to their lack of emotional stability. 
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Conclusion
Shaping the behaviour of the employees towards bringing organisational success is the key emphasis in the studies associated with organisational behaviour. Organisational behaviour involves different components which are intertwined in a complex manner. Organisational structure and culture are two interdependent factors that influence each other significantly. Managers and leaders are also functional in shaping organisational culture which can influence the employees and improve their performance. 
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