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Improving Organisational Performance an Analysis
Introduction
Rapidly changing trends characterise the current organisational landscape, and talented individuals have better opportunities. Czech Republic organisations are implementing talent management. And the practice is steadily on the rise. In addition, the economic crisis that the country experienced over the years has slowed the production of new products and services. This has been limiting by deterring employees and making them less motivated to continue working for organisations whose production has declined (Pathiranage et al., 2020 p.96). The employees may end up quitting the companies, raising concerns about where Czech companies need to scale back and how they can benefit from a shared culture and beliefs to improve efficiency and effectiveness.
Main Findings
An organisational structure is essential in determining an organisation’s performance. Companies with systematic relationships tend to be more efficient than flat organisational structures. A company with an order can assigns tasks to the most-qualified people without wasting time on unnecessary paperwork. These factors are essential for organisations to remain adaptable in Czech Republic (Schaufeli, 2018 p.54). Following the potential benefits and transformations that organisation culture, structure, and corporation have on the overall performance, it is essential to establish how these factors and stakeholder collaboration stand a chance of boosting its performance (Schaufeli, 2018 p.52).
Organisational Culture
Targeting specific areas in an organisation through cooperation and culture improves performance. The business can focus on one or two key areas allowing the team to optimise the efficiency and effectiveness of the company–boosting the chance to increase profits and reach new markets (Nenadal et al 2018 p.50). In addition, targeting specific areas will improve efficiency by streamlining processes, reducing costs, and saving time, resulting in a higher level of success. Further, the organisation can pinpoint areas that impact their customers and, in turn, tailor the results towards those areas creating value for customers. However, to be successful, the team must formulate and identify areas in the organisation that require immediate attention (Nenadal et al., 2018 p.62). After discovering these areas, they can develop a model tailored to every department–because targeting the challenges with tailoring the solutions to a specific problem is likely to reduce the desired results. The process should be carried out in bits in every section to identify areas that may require adjustments.
Adequately defined organisational culture in the has helped boost performance by providing a roadmap for clarifying roles and responsibilities for all the company members. The coordination eliminates the chance of one person being responsible for several tasks, creating confusion and inefficiency in executed tasks (Peters, 2018 p.11). In addition, individuals who feel confused about their roles and responsibilities often neglect to perform what they are capable of doing, further impacting the company and resulting in fewer returning customers lowering the overall development. Thus, with good organisational structure and leadership coordination, employees know their tasks and what they are required to do to achieve them within the given timeframes (Davidson et al., 2020 p.112). Clarity of roles and responsibilities allows everyone involved in a project to focus on specific tasks and meet deadlines more efficiently. If everyone feels understood, all stakeholders can be more productive and have better outcomes, enhancing a higher level of maturity.  The changes then play a more considerable function in ensuring the organisation remains running and profitable.
Good organisational structure and culture bring people together in an organisation. Employees working together in an organisation tend to achieve much more than when they work alone. Working together allows them to share ideas and insights, which will likely translate into higher productivity (SKÝPALOVÁ et al., 2021 p.113). In addition, working together can also help improve morale and create a more favourable environment for everyone involved. The employees will feel more invested in the company and motivated to work to achieve its goals. These individuals will also develop new skills and valuable knowledge in other company areas. With the right team management strategies in place, an organisation can harness the power of collaboration and come out on top (Schaufeli, 2018 p.48). Therefore, organisations should do everything they can to encourage employee collaboration. They can build stronger bonds by bringing people together, leading to tremendous success. Once developed, the status should be maintained to ensure that the organisation remains at peak performance.
Proper culture and organisational structure improve collaboration between various departments in an organisation. Collaboration can be as simple as two people in the same office having a conversation about a project in their office or as complex as hundreds of employees across multiple locations working together on a single project (SKÝPALOVÁ et al., 2021 p.114). As a result, collaboration increases knowledge sharing, speeds up decision-making, improves communication between groups, and helps build trust. However, the management has to ensure they get the most out of their collaboration efforts through specific procedures available to any organisation. The organisation can encourage more face-to-face conversations between people from different departments (Zhitlukhina et al., 2018 p.57). As a result, it creates stronger bonds between those working in the organisation and ensures they are more aware of what is happening in other parts of the organisation. The company will reduce the chances of conflicts and encourage everyone to get their fair share of credit when projects are completed successfully.
Organisational Structure
[bookmark: _GoBack]Company structure defines and improves internal and external understanding of company identities. The business landscape is complex and competitive, and companies must clearly understand who they are and the goal they intend to achieve (Yang, 2018 p.23). Employees play a crucial role in helping organisations develop a sense of identity by providing feedback on their company’s culture, values, mission, and vision. In addition, employees play a crucial in the products and services they work with and how they are presented to customers. They also shape the company’s external identity by sharing positive experiences on different platforms, such as online and offline alike (Urbancova & Depoo, 2021 p.119). Therefore, an effective employee engagement strategy can help companies establish stronger customer connections through employee advocacy programs. The company will then be able to build a more stable and suitable long-term relationship with customers–leading to incredible business growth.
Consequently, coordination of culture, structure, and stakeholder input provides an organisation with a clear line of communication. With a clear communication line, employees can report issues to their managers as soon as they arise, and managers can respond to them on time (Radujković & Sjekavica, 2017 p.607). Quick responses allow for efficient resolution of any problems that may occur. The person responsible for handling the issue will make an informed decision based on all the available information. However, there are ways to ensure maintenance between employees and managers by having regular meetings. In addition, these weekly meetings allow employers and managers to discuss relevant issues and develop solutions (Pathiranage et al., 2020 p.97).  In addition, they can also ask if most people are experiencing the changes that have been applied to the company. The organisation will be able to identify problems before they become significant issues that could disrupt the flow of operations in the company’s departments.
A robust company structure creates a culture of continuous improvement among different levels of leadership in an organisation. In addition, it also helps to build a stronger relationship between the management and employees, which has a higher chance of quality engagements and productivity (Cirhan & Kopecký, 2017 p.118). Leaders can create an atmosphere of continuous improvement by inducing a sense of urgency among employees. By indicating the consequences of not doing one’s best, there is a chance to inspire more outstanding commitment and self-motivation in the team members. Further, encouraging employees to speak up when they spot areas of improvement is crucial–this will allow them to feel comfortable sharing their ideas that can be implemented to turn around areas that are not doing well in the business (Cirhan & Kopecký, 2017 p.116). Continuous improvement also helps build a rapport between management and employees, leading to higher engagement and productivity.  Thus, working with a cohesive unit, employees can take advantage of their collective expertise and experience to develop better solutions to problems that may have been overlooked by individual members acting alone.
Stakeholders
Additionally, stakeholders’ presence in the company’s management promotes embracing ambitious performance goals. Leaders embracing ambitious performance goals create a competitive advantage by motivating their employees to perform at a higher level. Usually, these can be accomplished in several ways, such as by providing financial rewards, training and development opportunities, and autonomy (Pathiranage et al., 2020 p.523). Organisations that strive to grow and succeed value finding ways to achieve performance goals–the key is to set high achievable, and realistic expectations. Realistic goals allow the employees to perform best in their areas and feel confident about the company’s goals. As a result, the company can face bigger challenges and strive to attain the required minimum for the piece (Pathiranage et al., 2020 p.532). In addition, the employees will be more resilient since they have had some experience before reaching the point of success. It is important to remember that performance management is not just about setting goals or measuring results. It is also about building a culture where people are motivated to do their best daily.
Stakeholders operating in line with company culture create a stronger sense of shared purpose within the company, increasing the employees’ willingness to do their best work. When employees feel they are part of something bigger than themselves, they are more likely to put in the effort required to excel (Radujković & Sjekavica, 2017 p.542). In turn, the increased performance leads to increased revenue, helping the organisation to grow and thrive. The company can create a sense of shared purpose among its employees by creating a corporate culture that values teamwork. The environment should allow everyone to work together towards a common goal (Urbancova & Depoo, 2021 p.98). In addition, an organisation can boost a sense of shared purpose by creating an environment where employees trust one another with sensitive information and share ideas without worrying about being criticised (Sun & Henderson, 2017 p.556). Thus, when employees feel like they can trust one another, it causes them to work harder and be much more engaged in their work. Companies will achieve this by adopting a culture that values teamwork.
Stakeholders operating in sync with organisational structure and culture improve an organisation’s maturity level in many organisations. It helps create an environment where trust and transparency allow employees to be open and honest with each other, sharing feedback and receiving it with less fear of consequences (Alshamari, 2020 p. 714). In addition, the process fosters and encourages a more mature level of communication among employees. Employees learn how to be open to criticism and feedback and be open to voice an opinion on a topic that may be different from other members of the company enabling a more constructive approach to the workplace and a more productive one. The level of maturity will propel the organisation toward attaining its developmental goals and the desired overall outcome (Schaufeli, 2018 p. 102). Thus, in an organisational setup, the relevant departments should be in sync and ensure that communications from the top of the management to other departments are streamlined for maximum results.
Organised functions in most companies have facilitated easy onboarding. Onboarding entails getting everyone on the same page, and a fantastic onboarding program begins with a great team. It is not just about training employees but also providing an environment that inspires people to do their best (Urbancova & Snydrova, 2017 p. 49). Great onboarding can significantly impact organisational performance by helping new hires feel welcome and encouraged to do their best. In addition, it increases employee turnover and retention rates (Appelbaum et al., 2017 p.94). Potential employees will find it easy to apply for jobs in the company, eventually creating a better work environment because there is a sense of community within the organisation where employees join when they already have a blueprint of what is going on.
Conclusion
Having a solid culture makes it easier to attract and retain great employees. Culture starts with leadership, who sets the tone for employees to think, act and behave—values and beliefs about themselves. People can build trust in the organisation and their team members through trust. Together, these structures, culture, and coordination of different components create an environment that defines employees as a group. It is essential to ensure that everyone feels like they belong because everyone responds better when they feel a sense of belonging. As a result, this can be done by providing the organisation has clear values and creating opportunities for employee growth.
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