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Introduction 
The report will analyse the relationship between the organisation structure, culture, and performance by considering the organisation Transport for London (TFL). The role of the Organisation Structure in guiding the employees by drawing out the official reporting relationship will helps to govern the workflow of the organisation. It makes it easier for the employees to interact in the workplace and supports the reporting system. Moreover, the specific organisation structure and layout removes the misunderstandings and unnecessary delays in the communication process. The report will reflect on the requirement of the strong Organisation Culture that can keeps the core value of the company on the front line and supports the employees to respond as per the requirement. Furthermore, the role of leadership and management towards productivity will be demonstrated in the report. The factors that influence individual behaviour with the behavioural approach to management will be contemplated in the report.  
[bookmark: _Toc68002300]Relationship between structure, culture, people, and organisational performance
Organisation Structure signifies the definite system of activities in the organisation that is directed to achieve the common goals. The activities include the roles, responsibilities, and rules that the department and teams have to follow. The information flow across the organisation can be determined from the organisation structure. With the clear organisation structure, the employees used to receive clear and concise information from the management regarding their targets and ways to achieve them. The consistency in the decision making process and reducing the possibilities for conflicts in the workplace requires a clear and transparent organisation structure. More specifically, Organisation Chart helps to assign the responsibility and manages the workflow to ensure the completion of the tasks on time (De Silva, 2020). 
In the context of Transport for London (TFL), the ‘functional organisation structure' can be observed with the specialised functional areas that control the entire team. The functional organisation structure is based on the smaller groups that are segregated under the specialised areas. From the organisation chart, it can be observed that the top of the organisation is the Commissioner who is controlling the communication & technology, people department, surface transport, project department, engineering, health & environmental officer. Therefore, the specialised departments and officers have to report to the Commissioner. The benefits of the Functional Structure are having specialised teams that can manage unforeseen circumstances in the business operation. The controlling function along with specific reporting will help to reduce workplace conflicts and under performance. However, the drawback of the functional structure is the rigidity and lack of flexibility among the teams to perform as per the requirement. The slow communication flow can create unnecessary delays in the functional structure. 
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Organisation Chart: TFL
Source: https://tfl.gov.uk/corporate/publications-and-reports/organisation-chart    
On the contrary, Organisation Culture is the set of beliefs, assumptions, and values that helps to govern the behaviour of the employees. The organisation culture manifests the way that the employees will behave in the workplace. It is the Organisation Culture that encompasses the shared beliefs and values determined by the leaders and later communicated through multiple methods to shape employee's perception and understanding. With the Organisation Culture, the external and internal identity of the organisation can be outlined. The awareness in understanding the interaction process within the organisation can be demonstrated with the organisation culture. A strong Organisation Culture keeps the core value of the company on the front line and supports the employees to respond as per the requirement (Collins, 2020). Furthermore, Positive Organisation Culture improves 'employee engagement and delivers unique value to the customers. 
According to Handy’s Cultural Framework, there are four dimensions of the organisation culture that consist of power culture, task culture, person culture, and role culture (Gallo & Gonos, 2020). In the case of the Power Culture, the concentration of the power among the few people can be spotted. The Task Culture reflects the formation of small groups for accomplishing common tasks. The equal contribution and specialisation can be observed from the task culture. However, Person culture opposes collaborative working and emphasises personal interest while working. Lastly, the Role Culture reflects the designated roles and responsibilities given to the employees as per the specialisation and work experience. In regards to TFL, the top management has prioritised the role of the ‘people’ in delivering seamless transport service in London. Every year the employees used to receive honours from the Queen due to their extraordinary performance and contributions. The collaborative working practices can be observed at TFL where the Trade Unions are included in the decision making process. The set of collective bargaining arrangements can enhance the constructive discussions with the representatives of the Trade Union. The functional meetings organised by the TFL to involve the employees every quarter are done for enhancing productivity. The remuneration policy has been upgraded adhering to the industry standards and market standards. Furthermore, the recruitment policy has been revised for retaining the senior employees for their experience. The presence of ‘role culture’ at TFL can be observed with the set of employees having designated roles and responsibilities. The employees are selected at TFL by considering the specialisation and experience. Therefore, role culture can drive productivity as the employees can utilise their skills and competencies based on the specialisation. Furthermore, the involvement of the Trade Unions to the employee's working policy will reduce the conflicts and supports the protection of the employee's right. 
Organisational Performance underlines the set of analytical processes that the management of the firm focuses on to achieve the pre-determined goal. The business competencies, societal goals, profitability, cost reduction, etc. are the parameters that help to determine the business performance. The inclusion of the financial and non-financial objectives to measure the growth of the business venture is the key concept of the Organisational Performance.  Transport for London (TFL) is a Governmental body that is responsible to provide transport services in London, England. The several railway networks including the London Underground and Docklands Light railway, London buses, river service, TFL Rail services, etc. are part of the TFL network. The services provided by TFL are the mixture of subsidiary companies, private sector franchisees, and other licensees. It has been observed that in the period 2019-20, TFL was having a budget of £10.3 billion for the service expansion purpose. The fares collected from the passengers are accounted for 48% of the budget and the rest from the Greater London Authority as well as borrowings. However, during the outbreak of the COVID-19 pandemic, TFL has applied for Government support as the revenue collection was dropped by 90% in the year 2020 (London, 2020). TFL has observed an 80% decline in the Tube and rail service along with a 95% reduction in the London Buses. Moreover, TFL has to cut 40% of the capital expenditure to respond to the financial crisis. The effect of the pandemic in the financial year 2019-20 has created a negative impact on the business performance. The operating cost for the month is around £600m and the reduction in the revenue is over £80m in a week. The pandemic has also increased the deficit up to £423m. However, TFL with its agility has able to reduce the net cost from the operations by £1bn within 2019-20. As a part of the business strategy, TFL has reduced the reliance on non-permanent labour by reducing up to 57% to save g £3.5m each week. The tough choices for TFL to control the negative impact on the business were the limitation on the capital programme. It has been spotted that the TFL has emphasised the projects like bringing the Elizabeth line into passenger service at the earliest despite the revenue loss. The number of buses that are Euro VI compliant has been increased up to 8,400 to support the climate change issues. Furthermore, 'customer satisfaction has been recorded at around 53% for TFL (London, 2020). The organisation is working towards the 'zero harm' and 'zero carbon city by prioritising the safety measures and initiatives. 
TFL has undertaken a 'Vision Zero Action Plan' to tackle the driver fatigue issues and number of deaths as well as injuries. The driver's health and well-being is the key part of the action plan along with the initiative to undertake stress working environment. From the Annual Report, it can be determined that the organisation has created a fund of around £500,000 for gearing up with the new innovative solutions. The fund will be utilised for driving innovative solutions that can change the safety culture and increases the priority to the driver's health and well-being. The trials have been done by focusing on the five cutting-edge technologies to control road danger and to adhere to the e-Bus Safety Standard. In accordance with the sustainability measures, Low Emission Bus Zones are introduced to reduce the harmful emissions by protecting the Londoner's health. In addition, 92% of the fleet has been aligned with the Euro VI standard across London (London, 2020). The Grants are also given to the Taxi Drivers to switch to the greener vehicles. 
Therefore, it can be observed that the organisation structure and culture are having a direct impact on organisational performance. The clear and transparent reporting structure based on the hierarchy of the organisation reduces the possibility of miscommunication. Moreover, real-time information flow can be accessed positively with the structured process under the specific organisation structure of TFL. In the case of Organisation Culture, the set of assumptions and values has influenced the employees of TFL to focus on their performance as per the vision. The responsiveness of the employees is high due to the proper facilities and motivational techniques implemented by TFL management. The interrelationship among the organisation culture, structure, and performance can be observed. 
[bookmark: _Toc68002301]Role of leadership and behavioural approach to management 
Leadership reflects the art of motivating the group of people in acting towards the common goal (Iszatt-White, 2020). In the workplace setting, the direction to the employees in meeting the needs of the company can be reflected from the leadership ability. The role of the leader is to guide and inspire the employees in achieving the target. Furthermore, the leader used to create a vision for the employees to make them aware of the company's goals and objectives. As per the Path Goal Theory of Leadership, the specific leadership style is based on the employee and work environment. The purpose of the Path Goal Theory of leadership is to enhance the employee's motivation, empowerment, and satisfaction for driving the productivity of the organisation (Maeda, 2020). The theory has stated that employee satisfaction is contingent on the leader's performance. Moreover, the four styles of the Path-Goal Theory of leadership are directive, achievement, participative, and supportive. In the context of TFL, the ‘participative leadership’ style can be observed in the working mechanisms. The collaborative working practices can be observed at TFL where the Trade Unions are included in the decision making process. The set of collective bargaining arrangements can enhance the constructive discussions with the representatives of the Trade Union are observed in the working mechanisms of TFL. The benefits of the Participative leadership style are the wider involvement of the employees in the decision making process and thereby reduces the chances of a conflict. The ‘behavioural management theory’ encompasses the human relations that can drive the productivity of the organisation (McLaughlin, 2014). The behavioural theorists believe that a better understanding of human behaviour in the workplace like motivation, job satisfaction, group dynamics, etc. can boosts the employee's morale (Williams, 2020). The need theory of Maslow has reflected the five-tier human needs that are interrelated with the motivation level.  The basic physiological needs are based on human survival and that is provided by TFL to their employees by providing employment. In case of Safety needs, TFL has undertaken a 'Vision Zero Action Plan' to tackle the driver fatigue issues and number of deaths as well as injuries. The psychological needs are fulfilled by the TFL by forming social groups. Lastly, the esteem needs and self-actualisation needs of the employees are focused on by providing financial rewards and recognition from Queen at TFL. 
[bookmark: _Toc68002302]Variables that determine effective management and leadership
The variables that determine the management and leadership of the organisation are the external and internal factors. The External factors include the macro-environmental aspects like political stability of the nation, economic variables, socio-cultural aspects, and technological factors. The economic uncertainty created after the COVID-19 pandemic has influenced the business performance of TFL. TFL has observed an 80% decline in the Tube and rail service along with a 95% reduction in the London Buses. For that, TFL has to cut 40% of the capital expenditure to respond to the financial crisis (London, 2020). Furthermore, TFL has to invest in technology for driving innovation. However, the constant political support from the Government has ensured the smooth operation of TFL after the lockdown. On the contrary, the internal factors include the team working ability and sharing of the information to reduce miscommunication can be observed. 
[bookmark: _Toc68002303]Conclusion 
The report has analysed the relationship between the organisation structure, culture, and performance by considering the organisation Transport for London (TfL). It can be observed from the report that the consistency in the decision making process and reducing the possibilities for conflicts in the workplace requires a clear and transparent organisation structure. More specifically, Organisation Chart helps to assign the responsibility and manages the workflow to ensure the completion of the tasks on time. The role of leadership and management towards productivity has been demonstrated in the report. It can be ascertained from the report that the set of collective bargaining arrangements can enhance the constructive discussions with the representatives of the Trade Union are observed in the working mechanisms of TFL. Furthermore, the factors that influence individual behaviour with the behavioural approach to management have been contemplated in the report.  
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