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The aim of this essay is to evaluate and describe the structure and culture at Matt’s Café and how these factors contribute to the organisations performance using relevant theories and models of organisational structure.  This essay will also analyse the relationships between structure, culture, people and organisational performance.

In 2014, the St Matthew’s Centre was opened to the homeless and vulnerable as a drop in centre, run by a charity called Cyrenians Cymru.  This organisation was subsequently closed as a result of being put into administration.  In 2015, the building was purchased and renamed “Matthews House”, shortly afterwards it was also turned into a café.  Matt’s Café is situated in the heart of Swansea, aiming to attract customers from all backgrounds with a nod towards the charitable status of its forerunner, the concept for Matt’s Café is to attract customers on a ‘pay what you can’ basis, meaning customers are able to pay what they would like (or can afford) towards the food and drinks (which also remains anonymous), meaning that the homeless and less fortunate are able to have a meal and a drink free of charge.  

Organisational structure has been defined by Pugh (1990:379) as ‘how activities such as task allocation, coordination and supervision are directed toward the achievement of organisational aims.’  According to Needle (2004:542) ‘organizational culture represents the collective values, beliefs and principles of organizational members and is a product of such factors as history, product, market, technology, strategy, type of employees, management style, and national culture’.

When analysing the structure and culture of Matts Café, it has been assessed that Matt’s Cafe is a non-for-profit charity.  It has a number of volunteers which help to keep the business running.  A small number of the volunteers have also previously been homeless or in a vulnerable position themselves.  The structure of an organisation is vitally important to employees as it can have an impact on the job satisfaction and performance of staff.  In the case of Matt’s Café, the volunteers are all supporters of the organisational ethos and have a set of shared values with the organisation, in that they all support work around homelessness, this shared focus creates and encourages an environment of high performance.  Deal and Kennedy (1982:107), sets out that culture is a system of shared values and beliefs about what is important, which creates a ‘people glue’.  An opposite view to this has been put forward by Argyris (1964:128) who claimed that bureaucratic and formal organisations limit employees’ individual growth and fulfilment in their role and their own work.  Therefore, Matt’s Café’s informal structure is best suited to its culture.

The hierarchy within an organisation relates to the number of employees directly reporting to one line manager or senior member of staff.  Hierarchy relates to an organisational structure where employees are ranked according to their seniority or role.  A formal bureaucratic hierarchy would have a structured rank and level of employees according to seniority.  Matt’s Café has an informal flat structure of hierarchy within the organisation.  There is one member of paid staff, Thom, the manager who all the other employees report to.  All of the other employees within the organisation are unpaid volunteers.

Matt’s Café’s structure can be described as organic as defined by Burns and Stalker (1961:546), as the concept of the café grew out of the closure of the previous homeless drop in centre.  Burns and Stalker (1961:546) cite that an organic structure ‘an organic organization is one that is very flexible and is able to adapt well to changes. Its structure is identified as having little job specialisation, few layers of management, decentralised decision-making, and not much direct supervision.’  Which describes Matt’s Café’s informal volunteer structure.

The structure of an organisation is influenced by the culture.  The culture is the organisations social system, it helps employees make sense of their environment and is guidance for behaviour.  The culture within an organisation relates to the way employees behave within the organisation, including the level of informality or formality which exists, professional culture also relates to the unwritten expectations between manager and employees, such as working longer than their contracted hours or whether or not personal relationships at work are encouraged or discouraged.  This can also relate to whether employees are allowed to use their mobile phones during the work day, how often they chat to their colleagues and the way they speak to their line manager.  Culture can also be described as something that a workplace and workforce have developed over a period of time, and is maintained by all employees. Culture is simply described by Deal and Kennedy (1982:248) as ‘the way we do things around here’.  According to Deal and Kennedy (1982:218), high performing cultures are often characterised by high levels of ethics and integrity, openness and trust, accountability and empowerment and finally teamwork.

In order for an organisational culture to work, it needs to be embedded and understood across the organisation and integrated into relationships between stakeholders, managers and employees.  It also needs to be enduring, built around or on past success and also habitual, repeated, collective and routine as described by Schein (2017:89).

There are four types of culture categories that an organisation may have as described by Handy (1993:162) as: power culture, role culture, task culture and person culture.  A ‘power culture’ is usually a strong culture in which the main decision making professionals are central to the organisation meaning that the company will be able to quickly respond to actions.  A ‘role culture’ can be described as each employee carrying a role that holds the business up, also meaning that the organisation would function after the employee leaves.  A ‘task culture’ revolves around specific projects and functions being carried out within the organisation.  The main focus of day to day work within Matt’s Cafe is completing the tasks that need to be done and getting the job done for example, serving customers, preparing food, making hot drinks, serving customers and cleaning the café.  Matt’s Cafe’s structure involving voluntary employees who are focused on the tasks for the day would can be viewed as a task culture.  Matt’s Café can also be characterised as having a ‘person culture’ which is more of an unseen culture where the company focuses on each individual employee and aims to assist each of them within their work to achieve each goal.  Additionally, Deal and Kennedy (20, Peters and Waterman (1982:74) describe that there are seven primary characteristics of organisational culture exist.  Innovation and risk taking relates to how much innovation and risk taking is acceptable within the organisation.  Attention to detail focuses on results versus the attention to detail.  Outcome orientation focuses on results versus techniques and process.  People orientation relates to the effect of outcome on people.  Team orientation relates to the amount of teamwork versus the amount of individual work produced.  Aggressiveness focuses on how easy going or aggressive line managers should be with employees.  Finally stability relates to maintain status quo versus growth of the organisation.  Matt’s Café can therefore be describes as having a people and team orientation as there is a focus on results and a strong effect of outcome on society

Culture can have a positive impact by creating an environment that encourages performance, providing a sense of identity and unity of purpose, generating commitment to the company’s goals and also shaping the behavior of the workforce to match the organisational values.  In the case of Matt’s Café, the sense of identity and unity relates to the charitable nature of the enterprise.

Leaders within an organisational culture should live the values set out by the organisation, in order to be a good example to the employees.  Thom and his wife’s social responsibility values create a good role model to the employees which further benefits the culture of Matt’s Café.  Additionally, there are two theorists with different ideas about organisational culture, namely, Mullins and Schein.  Mullins (2010: 377) theory is that management is natural to certain people and they are born with these skills and based upon their personality, leaders are born and not made.  Thom’s friendly and engaging personality and his social leadership at Matt’s Café means that he could be considered a natural leader.  According to Schein (2017:34) culture is constructed over time and made up of the visible symbols of culture and it is apparent to employees in a number of forms.  At the core are the basic assumptions or philosophy of the organisation.  In the case of Matt’s Café, the philosophy is charitable and socially responsible.  The second layer is the values and beliefs of the organisation, this relates to Matt’s Café as it is a non-for-profit organisation and has a good moral compass.  The outside layer is the stories, rituals, symbols and language used in the organization.  The stories at Matt’s Café will relate to the Cyrenians Cymru organization and the stories that the employees may tell one another and customers at the café who are currently or have been in the same situation about their previous homelessness. The rituals relate to the tokens that can be purchased and passed on to other homeless people to exchange for food and drink at Matt’s Cafe.  In relation to the artefacts that Schein refers to, Matts Café is situated in a church building with stained glass windows which creates an ambience of spirituality and benevolence, for example, giving back to the community.  The people within the organisation impact the performance culture and structure of their workplace.  As Matt’s Café’s employees include a number of volunteers, it is likely that the culture will shift and move each time a new volunteer comes into the organisation as they learn about the structure, culture and environment.   

The organisational performance is also greatly dependant on the structure and culture of the business.  The performance of the organisation depends how the workforce have evolved a culture and how new employees adapt to this.  Because there is a distinct culture, the workforce of Matt’s Café are able to carry out the tasks and functions required within their role with confidence in that they are helping out the local community.




This essay evaluated the structure and culture at Matt’s Café and how these factors contribute to the organisations performance by analysing the relationships between structure, culture, people and organisational performance.  The concept for Matt’s Café is a non-profit organisation allowing people to pay what they can towards their bill and staffed by a number of volunteers who have previously been homeless.  Matt’s Café has a flat organisational structure led by Thom Lynch who is known to be a friendly engaging and socially responsible leader.

Matts café is a high performing culture as Thom has created an environment that encourages performance by a collective sense of identity and unity of purpose.  According to Mullins (2010:377), Thom can also be described as a natural leader, the culture at Matt’s Cafe benefits from the philosophy of the organisation, the shared values as well as beliefs and the stories, rituals, symbols and language used in the organisation. Therefore, Matt’s Café has the correct structure to meet the needs of the business and a positive organisational culture.
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