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Introduction
      The structure and culture of an organisation impact the life, the work and the people there. They define the frames of the organisation and serve as the invisible threads that connect and interlink the processes there, but also they determine the results and the whole performance of the organisation. And no matter if we are talking for a company, a political party or a club of fans and adepts – in all these obviously different organisations – structure and culture frame them all. 
Often people even do not think how deeply structure and culture can influence an organisation; sometimes more than laws, market, competition or whatever. Because structure and culture – if they are wisely or badly conceived – they can make the organisation to prosper or to die. That is briefly how important are they and why they should be tailored in an optimal manner.
        In the following report, I would like to prove the hypothesis that structure and culture of an organisation should be thought in advance, at the very creation of the organisation itself, because they will determine its whole performance. In the same time, they should be conceived in such a way that they are also flexible enough to be able to evolve according to the circumstances and the expectations of the people that work for the organisation. This is a tough task: while setting the principles reigning within the organisation, in the same time structure and culture have to serve as threads connecting the people and satisfying their own expectations.
Body
1.  The relationship between structure, culture, people and organisational performance
        The structure of an organisation is usually determined at its creation or even before. It could be a vertical or a horizontal hierarchy that reigns there, depending on the nature of the work, preferably, and not the ego of the founder, e.g. The practice shows that vertical hierarchy is quite common for state institutions and political parties, where the role of the leadership is to control and guide the whole work, letting less freedom to the staff or the members, in aim to ensure that the goals of the government or the political leaders are met (Kaifi and Noori, 2011). 
Some businesses indeed do the same, as founders or managers often would like to keep under control the whole work and are not so prone to change their minds and decisions. There the CEO is on the top, followed by the high managers accountable to him. High managers are followed by the middle managers accountable to them and the middle managers – by the low management, etc. So we have a true pyramidal structure. Indeed it may be good for small companies or medium-sized ones, but is a bit challenging to apply in the corporate world, although many big well-known corporations such as “Apple” or “Ali Baba Group” practice it successfully. 
The other type of structure is the horizontal one that is characterized by the wide span of control for the managers and fewer layers within the whole organisation. Usually this means that the organisation works on projects basis and each project is run by their own managers. By their part, the different managers report directly to the CEO (Kozlowski and Ilgen, 2006). We have successful examples from the big corporate world of horizontally integrated companies such as “Costco” and “Google”. 
         Usually the structure of the organisation determines its culture (Taylor, 2018). The vertical one supposes a more autocratic or paternalistic culture, as the managers want to keep under their eyes every aspect of the work and are bound to perform the orders of their superiors, usually without questioning them. They are also more prone to guide the ones who stay below them in the hierarchy, which adds another layer of “paternalism”. 
The bureaucratic culture is also common for the vertically structured organisations, such as the state institutions, and that is why we often link the bureaucracy with full obedience and less freedom of thoughts. By their part, the horizontal structure supposes more freedom at work and usually there dominates a “laissez-faire” or a democratic culture where freedom of thought is encouraged, decisions are taken through consensus, creativity is more appreciated and the whole organisation is usually more flexible. 
But this is just an overall assumption: sometimes there may be a vertically structured organisation where the democratic culture between employees is encouraged in aim to create a more pleasant and creative climate at workplace and sometimes a bossy project manager can impose a full autocracy within his team engaged in the project even in a horizontally structured company. 
       By their part the structure and culture of the organisation can determine how people there feel and how do they perform. Depending on the essence of the work, the structure and culture can make the company or the organisation both prosper or fall. E.g. in the industrial sector or in the construction, workers often expect full guidance and work in a convey way, so the autocratic culture would usually not bother them much and can help to keep the labour running smoothly. 
But in creative industries such as the IT or media and entertainment, e. g, there should be more creativity and usually the democratic and liberal culture stimulate people to feel better and to work more. Again it is a question of self-responsibility of the staff and that is why sometimes even the culture should evolve, in aim to make people work better.
2. The role of the manager as a leader or not
          Some say that manager just manages the work of others and the leader inspires the others working. I like this statement and I think that the good manager must be a good leader indeed, able to inspire the people working for the organisation through an own example. 
The nature of managerial work is – or have to be at least, because not all the managers are able to do it – mostly to plan the work, how to do it, in matter of time, resources, goals and expected outcomes. On a later stage, to form the team that should do the work and divide it between the team members by explaining the goals and targets to meet and how they can impact the results (Wood and co, 2010).
Later, to guide and, in the same time, to monitor the performance, to intervene when needed in aim to ensure to the team the resources and, eventually, the additional knowledge and expertise that they would need in aim to perform their tasks. If something is going wrong, the manager should intervene again by eventually re-scheduling the stages of the work and analysing the possible errors, also how to rectify them. So, it is a flexible work (Wood and co, 2010).
At each stage of the project, the manager should assess how the work is going overall and can it be optimized. They must provide feedback to the people working, both by demand and when the need arises. Finally, the manager should feel responsible for the results of the project or the work cycle, so they must be ready to assume responsibility. And once the work is done, to extract eventually the best practices and lessons that could be implemented for boosting the whole performance of the organisation and the worse practices that should be eliminated (Mukuka, 2020).
        If a manager is able to do all that, it means that they are good as managers indeed. But if – apart from all the processes described above – the manager is able to inspire the employees and workers by their own behaviour, that is when they grow from a manager to a leader. The leader can criticise by the point of being irreproachable; if they don’t like lateness, they should always come on time at work, if they don’t like gossips, they should not gossip themselves. 
Because the personal example is more inspiring than piles of words. When the personal example of the manager is in contradiction with their own words and advices, it makes their own image degrade. That is where the manager falls from their position as leader to the level of a hypocrite: people may obey to him for their salaries, but would not feel respect towards them. Soon or less their anger towards the manager’s hypocrisy would also lead to worsen the climate in the team, those probably decreasing motivation as well (Wood and co, 2010).
3. The behaviour to the manager and the factors and consequences that frame it
         The behaviour to the manager is this very important down-to-up link that actually ensures how prone are employees to refer to the person who should guide them in their work and to follow the results. Multiple factors determine it and they refer to the organisational culture and to the individual behaviour. 
The first important factor is how the employee-manager relation fits within the culture of the organisation. If it is not appropriate, according to the culture of the organisation, that the employee directly refers to their manager, probably they will simply not refer to. Even if the results of the project or the whole performance are at risk. That is why it is better that the culture of the organisation encourages direct and smooth communication between employee and manager, in aim to avoid errors due to lack of communication, miscommunication or simply fear  (Beck, 2020).
The second important factor is the individual behaviour of the employees themselves. Some people are more open and easy going and they can communicate, even with their superiors, in a fair and open way. Others are more closed, sometimes afraid to speak openly, especially with managers. That is where the manager should intervene himself: encouraging the ones who may have internal barriers to remove them, for the sake of the business, and to participate and contribute to the work with their ideas, advices and expertise (Beck, 2020). 
Finally they come the principles of the organisation itself. If employees doubt in transparency and fair play within the organisation itself, most probably they would not be prone to expose the errors in the work processes or ideas how to improve performance (Wood and co, 2010). And what if they help, if their efforts will remain unnoticed to the next promotions round?! So that is why I think that the transparency and fair play for rewarding the good work and career growth should be the very basic principles framing an organisation; they give birth to employees’ motivation. Together with company’s culture based on the respect towards employees these three principles – transparency, fairness, respect – can make wonders. 
Conclusion 
          In conclusion we can resume that neither structure or culture of an organisation should be considered as static. I think that while they set the principles framing the organisation, they should in the same time evolve. Evolution is good and it proves to the most precious resource of any organisation – its people – that they are appreciated. 
For many organisations people should fit within their culture. But it is not the best approach, I think, because the people working for the organisation must also feel that the culture of the company fits to them as well. Otherwise motivation may be lost. Good ideas may be lost. The time spent within an organisation must be more a permanent cultural exchange: between the organisation and its people. That is how they will start to feel it close and will start to care. 
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