Analysing how organisational structure, culture and cooperation with stakeholders can enhance organisational performance.
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1.0 | Introduction

The report will be focused on how organisational structure, culture and association with stakeholders influences organisational performance. The report will be analysing articles to focus on the cooperation with stakeholders and how it’s influenced the organisational performance, as well as describing exactly how businesses have been impacted by structures and cultures to improve their performance and how they manage their team and what they expect from their management to assure that their team is participating in the growth of a company. 

Evidence provided by Penny Williams (2022) mentions that Organisational Culture is how the team performs, and how exactly they go around managing the business by the types of leadership styles. A company might have a set objective for their team to understand the flow of the business to help guide them and influence their performance. 

Further evidence shown by Gupta [2021] that Organisational Structure is very similar to the culture of the business but focuses more on allocating individual employee’s different roles to give them specific tasks to focus on different skills for each team member. They expect individual people to be able to focus on their own tasks and have a positive outcome.

Stakeholders are a participant in a company, evidence provided by Pirozzi (2019) there are two different types of stakeholders, internal and eternal stakeholders. Internal stakeholders would include employees, management, investors and any type of contribution to the inside of the business, rather than external that focuses more on the customers, clients and the competitors of the business. 



2.0 | Main Findings 

· 2.1 | Organisational Structure

As specified by Ian Brooks (2018), Organisational Structure defines the function of each job in an organisation. It is used to define each hierarchy and give an understanding of how a business teaches and maintains a team. There are different types of organisational structures, from a centralised to a decentralised approach. 

Also proposed by Ian Brooks (2018), Centralisation is when most of the organisation decisions are approached by the managers and are processed into a business’s decisions. It focuses more on the leadership of higher ranked members of an organisation, rather than allowing colleagues to have a say in matters of participation in the organisation. 

In the article Goldstein & Behm (2004) states that they “found that many managers had a limited understanding of what other functions did and how they did it” this shows that managers aren’t always the most important aspect of an organisation to rely on, and that it should be more a decentralised approach to allow gathered opinions to get the best result out of a decision. It also states that Goldstein & Behm (2004) wanted to focus more on strengthening relationships between managers and to dismiss conflict to improve the focus on improvements in the organisations, to enhance clear ideas, which shows that the organisation is more centralised. 

To further argue with this type of structure, Oswaal Editorial Board 
(2022) implies that having a decentralised hierarchy allows quicker decision making, as it doesn’t expect much thought from management for a decision to be made which allows faster efficiency to allow a swift process.  They allude that decentralisation creates a wider division for employees to have more act of freedom to make decisions over superior, which grants opportunities for employees to further gain an understanding in their career. It also refers briefly to how it allows an organisation to evaluate the performance from their colleagues’ departments to get a better perception of the best performing employees. 

To expand, Ian Brooks (2018) states that Internal issues may be connected to the way that an organisation performs, and that the choice of structure should be like the type of work environment, to help maintain a performance basis to not confuse employees with new visions. This shows that internal issues are more effective towards organisational performance than external performance, this may be the solution that internal issues have more participation in an organisations decision than external would. Ian Brooks (2018) also states that for employees to adapt to new ways of structures, that they need to advance their work strategies differently to outperform. It suggests that Managers should stay cooperative to maintain a work strategy that will further respond to any performance drops to avoid a further relapse. To expand, Ian Brooks (2018) is implying that for employees to make an improvement in organisational performance, they need to seek improvement in their knowledge and make further encouragements to involve themselves in more challenging tasks.










2.2 | Organisational Culture

In this section, this report will be analysing the impact on a cooperation that organisational culture has to influence the performance of a team. Organisational Culture has become a credited part of the day-to-day management to a cooperation’s work routines. 

To begin Goldstein and Behm (2004) refers that they interviewed managers in groups to help gain an understanding of the issues, challenges and opportunities that managers have in the business to further develop opportunities to improve. Referring to this, it states that they had their managers interviewed in groups, which influences the organisational culture by having simultaneous meetings with the managers to retain an understanding around the colleagues, so they can have an opinion on issues to get the best results. This comes across as an act of motivation for the team, providing better confidence for the managers too understand how and where they can improve. 

In an article stated from Afework, et al (2021) they explain that employee satisfaction isn’t the major factor to promote organisation performance, but to influence motivation in employees to gain more productivity in their tasks, to allow a better flow in providing efficiency to the team. Although this statement provides an excellent point, an article that tackles this view, stated by Fahed-Sreih (2020) assures that a satisfied employee is a happy employee, which provides the best experience for a consumer, going far and beyond to be the focus for a business to have. 

Following on, Mullins (2016) implies that for a colleague to improve in their sector, that they need to experience pressure. This implies that a task will be set out to help gain a new skill to push on new desires. It comes to the attention that this may come across negatively to other people who prefer a different type of management type. Some colleagues prefer to have a slower approach to bigger tasks rather than being pressured to do their best. This could majorly depend on how the team is run and the strictness that is given by a manager. 

To argue with this, M. Klein (2021) mentions how putting pressure on employees can negatively impact someone’s mental health, and how mental health is not a priority when it comes to making a better reputation for the business. It’s also mentioned that employees will be overly threatened by punishments for not meeting demands and providing a positive work ethic, with receiving backlash and consequences such as loss of rewards including salary bonuses, less opportunities and temporary suspensions. 

Based on statistics, there is a significant change in the employee performance based on strong or weak organisational cultures. The decline in organisational culture shows that’s there’s a decrease in organisational performance, with an increase making positive performance (Russian Journal of Agricultural and Socio-Economic Sciences, 2019). It also states in the article that organisational culture can help encourage the level of creativity by employees. 











2.3 | Stakeholders

Pirozzi (2019) defines the meaning of stakeholders, by describing them as an important part of a project, and that it is the main priority to make an impression for stakeholders to maintain an organisation performance. They refer that you may come across negative stakeholders, who are usually overlooked by managers of an organisation to not be demotivated by feedback. Pirozzi (2019) provides that every stakeholder holds an important role, with both management and consumers benefiting from a project. This could also include external stakeholders, such as the government and citizens, with it being concluded that without satisfaction from key stakeholders, that a project will crash. 

Information provided by Baumgartner, et al. (2020) has given a perspective on how behavioural intentions by stakeholders can pursue a change in organisational performance, this could mean that the type of response that is given by stakeholders could interfere with how an organisation performs, if this is positive or negative feedback would highly motivate corporate reputation and their work ethic. In the present textbook, it talks about CRD (Corporate Reputation Disclosure) who consist in giving information about the economy, environmental impact and the social impact.  

Decisions have been common that when stakeholders hold an important part in an organisation decision, that it can further develop outcomes and give stakeholders a role to feel included (Twaissi, et al. 2020). Although this does provide some reassurance (Pollock et al., 2018) argues that with not only the organisations employees having a say on decisions, but there are also negatives towards involving stakeholders that could involve biased results. As stakeholders get an opinion on a business’s decisions, it may become biased and one sided, which may come to a result of quantity over quality. 
Stated from Chiniara & Benteinm (2018); Lee et al., (2020); Stollberger et al., (2019) gathered from F. Khan, et al (2022) that servant leadership positively affects a team’s performance, allowing employees to feel more involved in their work environment and allow employees to make more decision-making. This doesn’t only allow more feedback but provides a more accurate response. 





















3.0 | Conclusion

Based on the references found, it comes to the attention that structure suggests being the best approach when improving organisational performance. As previously stated by Oswaal Editorial Board (2022), indicates that having a decentralisation approach to a business allows employees to be more involved in the work environment and to be more included in problem solving, it allows employees to improve their skills and adapt better knowledge. Adding on, it states that Ian Brooks (2018) acknowledges that organisation performance is mostly affected by internal issues rather than external. With, it being said it may be more effective with a decentralisation approach as employees are more involved internally than externally in a business, which allows development. 

Although some factors argue with the decision that structure is the best approach, Goldstein & Behm (2004) mentions that managers are interviewed together to get a prospective of their understandings to help with new tasks, although this does help with creating better performance, it doesn’t tackle all employees’ views while a structural approach doesn’t create a dilemma. Goldstein & Behm (2004) specifies that using a centralisation approach for a structural organisation can improve organisational performance as they focus on creating a better environment for managers which reduces conflict and guides the focus towards performance and efficiency. 

To summarise stakeholders, it comes to the conclusion that they don’t have a high impact on organisational performance, but a more relaxed approach, based on the statements provided by Baumgartner, et al (2020) it states that some stakeholders’ intentions aren’t always good, and that it may not always cause better organisation reputation. Although different communications can solve problems and pursue commitment to new tasks, it may begin a downfall in performance due to ongoing negativity that could be implement by new stakeholders with not very positive views. Although Pollock, et al. (2018) agrees with this statement phrasing that it can be biased to let stakeholders hold an opinion on the matter of a business’s decisions, as it can become one sided. This means that stakeholders could all stay one sided with an opinion and choose a weaker approach to a organisation proposal. This concludes that an organisational structure is the best approach for an organisational performance. 
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