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Introduction
In today's dynamic and global climate, it is critical for an organization to maximize the effectiveness of one of its most critical resources, human capital. Each corporation has its own personality, which is defined by the manner in which it presents itself to the world. Additionally, the product or service category matters, and each company develops a unique work culture in response to these factors.

Comparison between different organizational structures and cultures

Tall and flat organizational structure: Larger organizations often need a higher hierarchy. A tall system has a lengthy chain of command. When the organization's size grows, it's inevitable that the organization's structure will continue to rise in height. A structure that is taller than it is wide would have more control layers than a structure that is flat. A flat system, on the other hand, has less management layers. Their focus is on workforce leadership rather than chain of command compliance. Each management level may be in charge of a large group or region. This type of system promotes self-direction and autonomy (wagner & hollenbeck, 2010).
Chain of command, both long and short: A chain of command is the method by which an organization reports to its superiors. From top to bottom, who reports to whom is determined by the chain of command. It is essentially a company's authority structure and the manner in which decisions can be taken. In a lengthy chain of command, the owner communicates orders to the manager directly under him, who then repeats the procedure with the next manager in the chain of command, and so forth, before the instructions hit the bottom of the chain. Decisions are made slowly due to the lengthy chain of command, and administrators take only a small amount of initiative. Although there are fewer managerial levels in a short chain of command, there are more managerial levels in a long chain of command. Since the company has fewer tiers, the period of management is greater. Increased delegation occurs, and workers retain a sense of motivation due to their close contact with their supervisors.
Breaths of power, wide and narrow: the number of workers that a boss can oversee effectively is referred to as a period of control. That is how a manager's relationship with his employee is sustained. Narrow span implies fewer workers under the supervision of a single boss, resulting in a taller organizational structure. A broad management period entails a sole boss overseeing a vast number of subordinates. It will provide a flat organizational category. With a basic understanding of organizational processes, let us examine the case study that was assigned to us:
Company a: a city college: A private college in London with a 19% market share. Its organizational roles may be classified as teaching, human resources, and administration. We can see from a detailed study that city college has a flat hierarchy, meaning there are few tiers in the company. The motto is not to follow the chain of command, but to inspire staff. Management is responsible for a wide range of activities, and self-direction and individuality are evident in the organisation.
Company b: this is a large corporation with over 75,000 workers. It is not a retailer. It merely offers a service such that it leases cars to customers. The organizational structure is tall in this case, with several layers of managers, but they have a limited span of authority, which means that a single boss oversees a small number of subordinates. However, the positive aspect is that management is very approachable; every person may approach the boss directly. This maintains genuine employee motivation.
Different forms of organizational culture: an environment in which people collaborate to accomplish a shared purpose. To ensure the organization's smooth operation, each employee must operate in tight cooperation and provide their all. The organizational culture dictates how workers deal with one another and with third parties.
Charles Handy was a renowned philosopher who specialized in organizational structure. According to him, corporations usually have one of four forms of society. They are as follows:
Power: power remains concentrated in the hands of a few individuals, and only these individuals make decisions. These individuals assign duties to subordinates, and workers are not free to voice their opinions.
Individuals with shared goals gather for the purpose of completing a specialized mission. In these organizations, teams are created to address important issues or to accomplish a specific goal. Each team member is expected to do equally well in such a society.
Individual culture: in some organizations, individuals are seen as more valuable than the organization itself. Individuals in a person community place a greater emphasis on themselves than on the organization.
Edgar Schein model of organization culture: It is a culture in which workers are given duties based on their positions and responsibilities. In such an organizational culture, authority comes with accountability (barbuto, 2005).
He was a renowned professor who specialized in the area of organizational management.
According to Schein, an organization's culture exists on three levels:
Objects:
Objects are the characteristics of an organization that are easily sensed, seen, and seen. For instance, the staff dress code, employee behavior, the organization's philosophy and vision, and office furniture. These factors also contribute significantly to the formation of an organization's community.
Individuals' thought processes, as well as their beliefs and attitudes, have a significant influence on work culture. Individuals' mindsets have an impact on an organization's work atmosphere.
Assumed value: there are those latent values that influence an organization's culture. Any company has a few rules that are seldom debated but have a significant impact on the work culture of the organization.

How the relationship between an organization’s structure and culture can impact on the performance of a business
In the case of city college, the organizational ethos is that of job culture, which means that individuals trained in a variety of activities have come together for a shared cause. While in the case of rent a car, the culture is that of job culture, in which workers are given duties based on their positions and responsibilities. In such an organizational culture, authority comes with accountability.
The relationship between the structure and culture of an organization: Structure and culture are inextricably linked. The organizational framework shapes the behaviors that contribute to the development of the work culture. If a company's organization is hierarchical, the society must be structured in such a way that lower levels have less freedom. If management is decentralized, a culture of autonomy may develop at lower levels. We may assume that because of the management system and power distribution in place, workers can act appropriately (avolio, 2009). A strong executive team is the most significant asset that any organization can have. The culture and function of an enterprise are critical components of its performance. It becomes much easier to compete as companies strive to improve their community and structure. Organizational behavior refers to the managers' and subordinates' views, expectations, and conclusions. It makes no difference how large or small a business is; if it has an efficient management culture, it is certain to prosper. Similarly, structure refers to the organizational hierarchy. The more organized and professional an organization is, the greater its chances of success. If an organization's system and culture are successful, workers would have a higher degree of commitment and enthusiasm to work for the organization's objectives, thus improving the company's overall efficiency (baron and greenberg, 2008).

Factors that influence individual behavior at work
The way a person responds to a situation in a group or on their own
The critical considerations are as follows:
Ability: characteristics that a human acquires from his environment and those that he is born with.
Attribution: how a human act in accordance with his personality and circumstances.

Race and culture are two distinct concepts. Race refers to individuals that share identical characteristics, while culture refers to the mutual beliefs and customs of individuals.
Perception refers to the process by which we perceive something by viewing or observing it and then judging it.
Gender: A organization should consider males and females fairly when it comes to advancement and demotion.
Attitude: it is the cumulative reaction of a person's entire consciousness over time.

Comparison between the effectiveness of different leadership styles in different organizations
Leadership enables an organization's workforce to work to their full potential. A successful leader can possess a variety of skills, including the ability to accomplish corporate objectives, outperform rivals, and take calculated risks. Different leadership models arise in various organizations, each with its own set of advantages and drawbacks.
Laissez-faire: in this model, the boss does not supervise the employee personally and does not have input, which results in substandard performance, higher costs, and a loss of power. This style is used in organizations of highly skilled and qualified workers.
Autocratic: administrators who adopt this model make choices independently of their subordinates. They force their will on staff, which is why those who thrive on initiative and creativity despise this type. Such a style is practiced in countries such as Cuba and North Korea.
Participatory style is another term for representative style. The leader here enjoys the input of other team members but retains ultimate control. Employees are awarded as predetermined goals are met. This style is effective when a business must make a quick decision.
Transactional: administrators offer incentives or penalties to staff members depending on success outcomes. The boss has the authority to review performance, educate and discipline staff, and they are rewarded for meeting deadlines.
Transformational: Bosses motivated workers in this style and there is a high degree of contact between boss and employee. Smaller roles are delegated to staff members (miller, 2005).




Evaluation of the different approaches to operations management used by different organizations
Organizations can be approached in three ways:
Classical methodology: This approach is based on what are known as classical organizational theories. A system in which authority, partnerships, goals, coordination, and responsibilities coexist is referred to as an organization. The classical method makes the same predictions.
The neoclassical style is a refinement of the classical approach. Additionally, it is referred to as the human relations school of thought. While classical theories emphasize structure, neoclassical theories emphasize a worker's psychological and social characteristics.
Individuals, organizations, manufacturers, and customers are all considered to be a part of the world of the modern era (balzer & gillespie, 2007).

The impact that different leadership styles may have on motivation in organizations in periods of change

We may describe leadership as an individual's actions that influences others in order to accomplish organizational and personal goals. Motivation, influence, and inspiration are all aspects of leadership. Unless and until managers are empowered, the human resource staff cannot function effectively. Additionally, inspired people need an appropriate leadership style. Additionally, it has an impact on the company's work culture and influences the likelihood of the company's future productivity (robbins,2009). Each leader has a unique leadership style, and prefers the one that best serves him or her and the organization. Namely:

Persuasive: in this style, the leader takes choices but disregards staff guidance. He makes an effort to inspire subordinates to make sound decisions.
Participative: In this form, the boss solicits guidance and assistance from subordinates but retains ultimate authority. It's an excellent way to keep workers focused.
Autocratic: these leaders make decisions without contacting their subordinates or communicating with them. Subordinates are supposed to blindly follow them.
Democratic: administrators and managers collaborate on agreements. Employees maintain high levels of workplace satisfaction and inspiration.



The transition process:
It is the time during which an entity is formed.
Rapid growth period: leadership styles are added to support growth.
Mature age: over this time period, the demand has been sufficiently mature, and so adjustments would need to be made in order to maximize benefit.
When a company is in decline and displays a pessimistic graph.

The following are the effects that these leadership models have on the organization:
Persuasive: Managers make decisions and communicate them to staff
Autocratic: This model has many disadvantages during times of transition, when administrators disregard their workers' advice and opinions. This is why the organization struggles through times of transition.
Participative: When a leader adopts this approach, he or she has a significant effect on motivation since the boss engages subordinates in decision-making.
Democratic: Workers' skills and expertise should be put to use, which motivates the boss during times of transition.

Evaluation of the usefulness of a motivation theory for managers

Managers must consider motivation theories and they assist them with inspiring and rewarding their workers. Each individual of an organization is unique and has unique needs. These needs, if met correctly by the boss, will motivate workers to do well.
Fredrick's two-factor theory is a motivation theory that I find to be balanced and efficient. Employees would be inspired by two reasons, according to this theory:
Motivators - Employees are motivated by considerations such as work obligation, bonus, promotion, and incentives.
Factors affecting hygiene - In the category of hygiene considerations are those pertaining to corporate policy, training, and staff relationships. Workplace dynamics, peer relationships, and compensation, among other things.




Conclusion
Organizational behavior is a reflection of how an organization operates. It encompasses the organizational framework and community that shape the company's future. Any organization's effectiveness is highly dependent on its community, which has the ability to attract or lose staff. Employees will be committed to an organization where the community is innovative and encouraging; the boss is cooperative and helpful; and everyone works together to accomplish the organization's collective goals. All critical facets of an organization, such as philosophy, structure, leadership style, and management approaches, were addressed in the preceding report using an example of any firm.
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