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Over the past two decades, a new pattern of work is evolving as the knowledge economy recognises the complete potential of both new technologies and new organizational models. This also causes a significant impact on the organisational culture, structure and job design with an aim to improve performance and effectively attain the goals of the organisation. However, companies are expected to be more functional brought about by changes as this new change is also bringing several challenges and synchronize all areas are not so simple for the management and leaders (Dikert, Paasivaara and Lassenius, 2016). This report is drawn to comprehensibly explore the connection between people, culture, and structure and organisation performance with also evaluating the behavioural approach to management through identifying the different factors that impact the differences in individual behaviour. Considering the requirement of the report framework, Primark is selected as the organisation, one of the leading Irish fashion retailers who also gained consistent growth in the UK clothing market over the years. Since 2007, Primark has considerably increased its share in the UK, going from 4.1 to 7.1 per cent in 2018 (Statista.com, 2020). Meanwhile, it is one of the rare fashion retailers that still do not sell online at large while using social media for marketing purposes, the company sticks strictly to the high street. The mission of the company is to provide customers with high quality, fashion basics at value for money prices.
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The organisation structure is an important area to consider as it is one of the sub-systems of management as a system. It basically states how jobs are formally grouped and divided making people to work together and utilize resources to accomplish the respective goals. The association between organizational structure and performance is expressed Hunter (2015) which states that the specific effect of structural designs on performance and satisfaction is moderated by personnel individual preferences and cultural norms. Since the organizational structure defines how the roles and responsibilities are apportioned and how they will be examined as well as the flow of communication amid different levels and areas, it is totally dependent on the organizations' objectives and how it wishes to reach them (Johnson McPhail, 2016). The organisation holding centralized structures led all the decision making power to be retained at the top level of management and all the other divisions are strictly observed and controlled, whereas in the decentralized structure decision making power is given to the lower levels to better raise make things implemented efficiently and increase job satisfaction for the personnel.
In the context of Primark, the company has a matrix and tall structure where employees work similar to functional organisational structure, administer function based departments and require to report to their respective supervisors however, at the time they may also be allotted to different managers from different divisions. More specifically, the CEO of Primark i.e. Paul Merchant sits at the top of the chain of command, with various levels of management underneath. The organisational structure of Primark involves the core principles that are to be followed in the operation whereas the company performance has been increased with higher communication efficiency as their multiple departments can easily communicate and collaborate on a project facilitating wide interaction over all (Coppin, 2017). There is also maximisation of resource usage and Primary with matrix structure enables resources to be maximised with allowing project managers to work in the areas of their expertise rather than being pulled across different projects, increasing the overall contribution of their talents. Meanwhile, employees also work across a wide variety of projects and often needs them to utilize and learn different skills. Being exposed to different job responsibilities and duties can further allow personnel development and improve their professional skills. More specifically, this structure enables employees to widen their skills, knowledge and experience and therefore, help at different stages of the project completion.
Primark being a successful organization have a culture based on a firmly held and extensively shared set of beliefs reinforced by strategy and structure. According to Besharov and Smith (2014), this could result in three things occurring – personnel know how top management wants them to respond to any situation, employees believe the expected response is the proper one and employees know they will be rewarded for stating the organisational values. Organizational culture is recognized as a significant component to employee motivation and consumer satisfaction and the claim that organizational culture is associated to performance is initiated on the apparent role that culture can play in instigating competitive advantage. Firstly, culture can give a shape to the organizational processes which again aids to make and modify culture. Strong culture has almost been considered as a compelled force to enhance the employees' performance where it proved to improve self-confidence and commitment of personnel and decreases job stress and enhance the employees' ethical behaviour.
Primark commitment to inclusion means finding ways to associate with people so that they can listen to one other. The company also believes on mentoring so that experience and skills are shared, and ideas stream between individuals. Meanwhile, Primark also invests in training and this also impacts its employees to communicate about inclusion openly, offering colleagues the skills and confidence to act inclusively. This aspect is well associated with the performance as according to Ortlieb and Sieben (2014), diversity and inclusion are about taking responsibility for one another, customers and the global business. Every person or employee in Primark has their own different values and beliefs and Primark has open communications and a dynamic and diverse corporate community. The competitive edge of Primark is also its ability to manage a wide range of employee where the company also contributes to delivering value to sustain its environment, representing that it uphold certain fundamental elements of Edgar Schein's model of organizational culture for the management of values and principles of the company. Primark management acknowledges the significance of employees to consent to their behaviour and adjust them as essential. Presumptions are deeply rooted beliefs and philosophies that institute for the foundation of Primark organisation culture. Ultimately, it can be said that Primark organizational culture has a positive impact on the employee’s job performance whereas the adoption of the culture of the company is helpful for the personnel to accomplish their work well and positively.
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A company is formed by individuals, who have organized in some form to attain a common goal where their behaviour can be affected by both internal and environmental factors. The individual’s behaviours and responses in any context, whether they are acting in a group or in isolation, has a significant impact on the company. If these behaviours are positive it could lead to improved performance, effectiveness and output, whereas if they are negative it could lead to conflict, impairment and problems around misbehaviour at workplace (Rayner and Morgan, 2018). Hence, all employees have effects on their behaviour at work where some influences lead to improved performance where others lead to weak performance. Based on the behavioural approach, the different factors that can cause influence to individual behaviour at the workplace in Primark are demographic attributes, personality and perception. 
In relation with demographics attributes, employees often come from a diversity of experiences and backgrounds. The demographic attributes that impact individual behaviour at the workplace are age, ethnicity, gender and tenure. For instance, Primark being a fast fashion retailer wants to be close to young people and also, this wish is a sense in its recruitment policy (Duffy and Hund, 2015). The company young employees with styles of very marked fashion though Primary knows what exactly the need of the customer and respond to their needs very quickly. That is the main secret of Primark, which offers them a competitive advantage. Performance declines with the increasing advancement of age because older people have less stamina, memory etc. Younger people are likely to change jobs to avail better job opportunities, but as one grows old, the chances of his quitting job are less. There is a relationship between age and absenteeism also. Older people tend to be absent more from their jobs due to unavoidable reasons e.g. poor health. On the other hand, younger individuals absent themselves from job due to avoidable reasons like going for a holiday (Loretto and Vickerstaff, 2015). In the company which are subject to vivid changes as of the latest innovations, the older people get lesser job satisfaction as they start feeling obsolete as likened to their younger contemporaries.
The next demographic attribute can be seen in terms of gender which also result in absenteeism at the workplace where the propensity to withhold from work is more in females than in men since historically, society has placed home and family responsibilities on the females. Sometimes, female employees at Primark have to quit their jobs if their husbands get transferred to some other places though this trend is changing fast due to narrowing down of the differences on the line. Personality is also a factor that perpetually be different from individual to individual and at Primark, the employees’ personalities differ as per their background, culture, skills and attitude (Smith et al, 2019). Primark is most active on social media and therefore, the company is likely to recruit those people who have outgoing personalities and when it often work best in positions where they get to communicate with others. Some people are reinforced to think of the big picture, to understand not only where the company is now however where it could or should be in the future.
Motivation is also one of the key factor cause change in individual behavioural where the employees keep the employees running at full steam by acknowledging what inspires them (Young et al, 2015). It is true that some people are motivated solely by tangible benefits i.e. money though most of the people at Primark give importance to recognize where they are committed to achieving goals for a leading fast fashion retailer and thus, celebrating the success after finishing the well-stated projects on time. Organisational culture can also play a big role in encouraging employees and management alike where it is significant to have a culture that employees want to be in. In addition, Primark also has some psychological rewards are those which can usually be determined by the actions and behaviour of the individual manager.
It is also evident that a leader also has a demanding and complex role to navigate, ensuring success for the organisation where leaders at Primark such as Paul Marchant was found to deliver results that count and lead in a way that creates a positive and encouraging ambience for employees. Breevaart and Bakker (2018) stated that a good leader can stimulate an employee to achieve her best at work every day though to motivate their employees, leaders’ first need to understand what drives them. The nature of work is changing, and companies nowadays are more agile and less hierarchical in structure than in earlier. The role of leaders is about to change as well where employee behaviour is one of their key roles to work upon to bring positive change to the company.
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In the limelight of the above discussion, it can be said that organisational Structure and cultures have a positive influence the organisational performances where Primark have always had cultures, where leaders have probably always been wise enough to discover out how to manage them towards increasing employees’ performance. Being a growing and prominent fast fashion retailer, the company develop a distinctive culture with the enlightened supervision of management. On the other hand, there are certain behavioural factors further that have been outlined in the report that can cause significant influence on individual behaviour at the workplace some of these include motivation, gender, personality and certain demographic attributes. Ultimately, effective management of all these factors leads to greater satisfaction of both employees and managers at Primark.
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