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The following report will be analysing how organisational structure, culture, and cooperation with stakeholders can enhance organisational performance. 
Organisational performance can be described as the way in which an organisation behaves and acts to accomplish its aims and set goals. It can also be exhibited as the modern way to estimate and conduct an organisation. (Hire Book 2022). It is a constituent that can be affected very easily by a variety of components within an organisation. The importance of performance management is not limited to assessments, promotions and raises. It holds the disposition to support or fragment an organisation (White 2021).  
Organisational structure refers to the way an organisation is hierarchically structured.  It is a factor that contributes directly to organisational performance as depending on the anatomy of an organisation, it can have a positive or negative impact on the execution of the said.  
Organisational culture concerns the composition of elementcreatecreates that an organisation stands for, such as beliefs and values. It is a contributor to organisational performance, as let’s say the lack of the beforementioned, may lead the whole organisation to contradictory decisions and actions.  
Stakeholder cooperation has to do with the status of the relationship between an organisation and internal or external associates that have an interest in the organisation. It is linked to organisational performance since the members within this category have some direct contribution towards the effectuation of an organisation and depending on the way the organpreservepreserves their interdependence, it will lead to beneficial or disadvantageous outcomes.  
These factors are all co-dependent on each other to ensure the constructive running of an organisation, which will be reflected and explained throughout this report.  
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The organisational structure is an important feature that an organisation must establish accordingly to ensure the best outcomes regarding communication, coordination, employee satisfaction and much more within the organisation. To do so, an organisation must look at the different categorizations within this subject, to be able to determine and understand the best arrangements to enhance their performance.  
There are three distinct levels of organisation within an organisational structure, known as interrelated levels of an organisation. These are; community or institutional level, managerial level and technical level.  
Functions within an organisation are also divided to provide much more precise insight into the structure of an organisation, which may allow identifying imbalances that can be rectified. These are task functions and element functions.  
Work is also fractionated into categories. This is due to the fact that some individuals that form part of the organisation may be more suitable for certain labours, which may increase the organisational performance since their skills and the labour are compatible. The main groups in which they are sorted out are by the main purpose, by product/service and by location. However, they are not limited to these, since they can also be divided by the nature of the work, by common time scales, by the staff employed and by the nature of the client/customer. 
Regarding power within an organisation, it can also be classified. Organisations need to look at the most suitable way of distributing power within to magnify their performance. It can be centralised or decentralised. Centralisation focuses the power and authority of a section within an organisation in the position of a senior manager, as to where decentralisation is the opposite and distributes it widely throughout the section. An organisation also needs to look at the advantages and disadvantages that these can provide, to analyse which one flatters the organisation’s performance. For example, through centralisation, organisations which possess pleasing mission statements and clear goals, will be able to take advantage of it, as it is more likely to improve communication and deliver outcomes in a much more direct method. (Prasanna 2022). However, centralisation is said to create some sort of delay regarding work, as all documentation has the need to go and be sent from the senior management in charge (UKEssays 2018). Decentralisation also suffers from disadvantages such as the diminution of command over the organisation’s activities (Karen 2022). However, Joshep (2019) states that within a decentralised structure, employees can be empowered by having more autonomy to make their own decisions, giving them a sense of importance and making them feel as if they have more input in the direction of the organization.  
An organisation has three principles. The principle of hierarchy, the principle of span of control, and the principle of chain of command. All of them are connected to the physical structure within an organisation, however, the span of control principle provides a much more detailed and visual representation of the two hierarchal divisions that a structure can fall into. These are flat and tall hierarchical structures. The span of control is important because it affects the company’s effectiveness in managing the company. For example, it impacts the elasticity and the conveying of information within the organization. With a much vaster span of control, an organisation is likely to benefit from faster communication and decision-making. Similarly, to where the composition consists of fewer layers, the span of time of information that needs to be delivered from the top level to the lowest level is demonstrated to decrease (Nasrudin 2022). 
The types of relationships in the workplace are also an aspect that can affect the performance within an organisation. They are known as formal organisational relationships and they are distributed into line, functional, staff and lateral.  
Organisations that put up with poor organisational structure suffer a great number of repercussions, such as conflicts, inappropriate decisions, increases in costs, inefficiency etc. However, organisations may be able to amend their wrongdoings with the assistance of organisational charts. These charts allow an organisation to locate the areas that need improvement, such let’s say for example unstaffed functions and correct them. However, it needs to be structured properly. Joseph (2017) states that one that isn't properly thought out and executed can be dysfunctional by creating confusion rather than clarity. Confusing communication is always a detriment to the organization or a team.  
The approach to a good organisational structure is contingent. This means that there are a variety of ways in which it can be achieved. However, most structure designs are influenced by the purpose of the organisation. Depending on the purpose of an organisation, it will design its structure in the most coherent manner to increase its proficiency and performance. For example, in a well-structured organisation, the personnel that builds up the organisation, are more knowledgeable about their functions within and their responsibilities (Nair 2021), such as in a government civil service where they will design its structure very formally to be able to aggrandize their political and legal performance.
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The University of Lincoln states that an organisation’s culture can play a significant role in determining the organisation’s success – or its failure. This is because organisational culture determines everything from how decisions are made to how employees feel and behave within the organisation. 
Culture can be reflected in many ways but the most notorious is through employees’ period stance, hierarchical structure, the organisation’s history, workspace organisation and communication methods.  
However, individuals may still get the perception of an organisation’s culture when they first interact with the said, which can be strong or weak. A strong organisational culture can be recognised through things such as the lack of usage regarding procedures and policies, understanding and responsive staff to the culture, the embedding of culture and the consistent behaviour from the individuals within the organisation. On the other hand, a weak organisational culture requires substantial usage of bureaucracies and procedures, there's no consistent behaviour and lacks alignment with business values. An organisation needs to maintain healthy levels of culture within to be able to boost performance.  
Culture can be categorized into levels using Ed Schein’s example, which states that the levels of culture are exhibited through artefacts which are set at the shallowest level, espoused values being in the middle, and basic underlying assumptions being in the deepest level. 
Apart from levels, it can also be separated into types using Charles Handy’s description. Through his explanation, he categorizes cultural organisation into four types; task, power, role and person.  
Deal & Kenedy also created a system to classify types of culture into; process, bet your company, tough guy/macho and into work hard/ play hard, with the addition of the identification of two marketplace factors that could impact the culture of an organisation, these being the feedback speed and the degree of risk.  
There exists a more visually analytical representation of culture, cultivated by Gerry Johnson and Kevan Scholes, known as the cultural web. The cultural web is used as a tool to help inspect and modify an organisation’s culture. Six circular segments which overlap with one another uncovers an organisation’s cultural assumptions and practices, which surround the middle of the diagram, known as the cultural paradigm. 
Culture is an extremely important factor that contributes to an organisation's performance.
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The main individuals that form part of an organisation's stakeholders are shareholders, employees, suppliers and customers. However, they are not limited to those. Each individual is connected or engrossed with the organisation. It is in the organisation’s best interest to maintain a healthy association with them. Stakeholder involvement will allow an organisation and its individuals to reach their set goals (Hendricks, 2020). The individuals that build up the organisation, are aware of the concerns, obstacles and favourable chances that an organisation may experience (Goldstein & Behm 2004), so the organisations’ main focus should rely upon the extraction of this information from part of their stakeholders, to be able to arrange some sort of settlement, where all parties are satisfied. Kennedy (2019) states that negative stakeholder relationships can result in not only the delay or cancellation of an organisation’s projects but can also cause long-term damage to the reputation of the entire organization. One way in which an organisation can prevent this is by listening to the feedback they are receiving and making sure they understand the perspectives, suggestions and concerns of the contributors. If stakeholders feel they are being heard, it will go a long way towards establishing trust (Sustainnet 2017). Another form of action is by understanding the stakeholders' motivations and influence. An organisation will be able to create a plan for communicating with the stakeholders and involving them in a business strategy and decision-making processes (Preston 2021).
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Throughout this report, it’s been analysed how organisational culture, structure and cooperation with stakeholders are able to enhance organisational performance. However, there have been certain points have demonstrated within each topic to be more relevant to this matter. In organisational structure, the most outstanding topic that has an impact on organisation performance, could be argued that is centralisation and decentralisation. After some further research on the topic, we can conclude that the distribution of power is one of the top contestants in the influence of performance as we’ve mentioned before, depending on whether is focused in the hands of one person it can achieve faster communication, as to where if it’s dispersed it would take some more time. In regards to culture, is been discussed the importance of a salubrious culture to enhance performance, as this would make the individuals in the organisation create a feeling of belonging which is said to provide better results. To finalise this report is also been examined the significance of a nutritious relationship with an organisation's stakeholders and the ways in which this can be achieved such as the use of listening skills to be able to extrapolate beneficial data, which might inform an organisation of certain issues, giving them the chance to ameliorate these.
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