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1.0 [bookmark: _Toc117680083]introduction
what they can expect to read. The following report analyses how culture, structure and stakeholders affect organizational performance.

Ten marks. Definitions rewrite the question. 

2.0 [bookmark: _Toc117680084]Main Findings
2.1 [bookmark: _Toc117680085]ORGANISATIONAL STRUCTURE 
Having an organisational framework is essential; otherwise, process breakdowns could occur, which would be cause for concern. Costs, scheduling, and customer satisfaction would all be affected. Additionally, there would be a lack of awareness among managers as to what other functions did and how they went about doing it, which would add to the dissatisfaction and tendency to assign blame (Goldstein and Behm, 2004). An organisation is a social unit of individuals that is structured and managed to meet a demand or to accomplish common goals (Business Dictionary 2018). (McNamara 2018) Simply said, an organisation is a person, a group of people who voluntarily come together to pursue a single, overarching purpose or set of goals. An organisational structure is a framework that specifies how job duties are formally divided, grouped, and coordinated inside an organisation, according to (Robbins et al 2014). It is crucial to evaluate each department's performance to understand what impact it has on the performance of the entire organisation because every department or division within an organisation directly contributes to the overall performance of the organisation. The organization's primary goals must be shared by every department in the company, according to the business objective. (Shields, 2016) asserts that there are only two fundamental organisational frameworks. These include bureaucratic structures and flat structures. The bureaucratic structure is thought to be more codified with high specialisation and high administrative intensity, in contrast to the flat structure's less formalised perception. It follows that all organisational structures may experience problems based on the environment they are operating in. Since most organisational processes are permanent, changing them necessitates a time-consuming process that cannot be modified to accommodate all organisational changes, especially those that are transient or short-term. To ensure that it is continually productive, an organisation must make sure that its organisational structure is adaptive and/or flexible to many predicted circumstances.











2.2 [bookmark: _Toc117680086]ORGANISATIONAL CULTURE
Every organisation has a culture in some way, as shown by (McLaughlin,2018). The simplest definition of culture in the context of organisations is the way things are done in that organisation. (McLaughlin,2018) said that organisational culture is a "system of assumptions, values, and beliefs that directs how people behave in organisations."  (McLaughlin,2018) Further states that the shared values strongly affect the personnel in the organisation and determine how they behave, dress, and conduct their work. Every organisation has and maintains its own distinct culture, which establishes rules and expectations for how its members should behave. (Rafaeli and Worline, 1999), understanding an organization's cultural system entails understanding the responses, interpretations, and behaviours of organisational individuals, as well as how the collective shapes these behaviours, ideas, and feelings. To better comprehend organisational culture, (Rafaeli and Worline,1999) presented the case of organisational symbols. Symbols are important to organisational life, according to (Rafaeli and Worline,1999). They are components that organise members' active development of sensation, knowledge, and behaviour rather than being just byproducts of organisations. An easy explanation of an organisational symbol dictionary definition by Chevalier and Cheerbrant in 1994, "A item that stands for a concept" is how it is described. (Rafaeli and Worline,1999) countered that this gives the appearance that organisational symbols are picked at random. Organizational symbols are described as visible, physical representations of organisations and markers of organisational life. In this context, organisational culture is understood to be the department's manner of operating. It concerns how the agency oversees different circumstances. This relates to the availability of time, resources, and power. Organizational culture was also defined by (Robbins and Coulter,2005), as quoted by (Tsai,2011), as "the common values, beliefs, or perceptions held by personnel inside an organisation or organisational unit." The pervasiveness of an organisational culture requires that management recognise its underlying characteristics and its impact on employer-related variables such as work satisfaction, organisational commitment, and performance (Tsai,2011). organisational culture is not just concerned with the cohesiveness of the organization's members; it can also be claimed to have an impact on job satisfaction (Tsai,2011). (Tsuiet al, 2006) suggested that a leader's activities frequently have minimal bearing on the effectiveness of the organisation. They went on to say that things like characteristics of people, jobs, or organisations can function as substitutes for leadership and nullify a leader's influence on the organisation can operate as substitutes for leadership. If you want to put it another way, you could say that the leader's influence has less of an effect on the organization's performance than the culture does.
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