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Introducing the Modern Workplace
The purpose of this essay is to find out the relationship between structure and culture within organisations and how it links into with their strategies in the working environment. Structure can be defined as ‘The distribution of tasks, the definition of authority and responsibility, and the relationship between members of the organisation can be established on a more personal and informal basis.’ (Mullins & Christy, 2013). Culture can be defined as ‘The collection of traditions, values, policies, beliefs, and attitudes that constitute a pervasive context for everything we do and think in an organisation.’ (Mullins & Christy, 2013). The importance of structure and culture should be valued highly within any organisation and the ones that look how it links with their strategies are the ones that perform better than their competition. Down to Earth has their own way of dealing with structure and culture and this may affect their strategies they implement into their projects in the future. 
Culture can be perceived in many different ways, however, it can be defined as “the ways of thinking, behaving and believing that members of a social unit have in common” (Cooke and Rosseau, 1988). Many people who work in organisations are not aware of the culture that surrounds them, but the culture of the organisation can influence their behaviour in the way they act or speak. Culture can be sorted into different categories; national, international or organisational. For example, the culture in the UK would be that the British enjoy drinking tea. According to the Tea and Infusions Organisation, the British consume around 60 billion cups of tea per year (Greenwood, 2016). As for international culture, it will be different for most people around the world such as Chinese people celebrating Chinese New Year at a different date to rest of the world. Organisational culture is often different with different organisations. This can depend on different factors such as where the organisation is based and how it is structurally set out. 
Schein came up with the idea that there were three levels of culture within organisations (Schein, 1985). The first level which is artefacts are visible objects in the organisation, the surrounding area and the way people communicate within the organisation, whether it is written or verbally. The main artefacts of Down to Earth would be the main buildings in Murton and Little Bryn Gwyn sites as well as the environment around it. They use a cob building method which is building from the earth and using natural materials. The second level is espoused beliefs and values of the organisation. This is where people look back at their personal values and reflect upon them with any issues in front of them. Whether their solutions to the issues succeed or not, it can transform into their beliefs and become natural to themselves, changing the way they behave and act. Down to Earth’s values and beliefs are that they ‘traditional and sustainable building methods to offer fully accessible and inclusive commercial construction projects to diverse community groups, particularly from ‘hard to reach’ and disadvantaged backgrounds’ (Down to Earth, 2017). They believe that people who have not had opportunities in the UK education system will gain new skills whilst working on these construction projects to make them employable. The third level of Schein’s level of culture is basic underlying assumptions. When problems are faced frequently and solved in the same way, this becomes natural to the workers in the organisation. They naturally know how to respond and act unconsciously and it is these underlying assumptions that steer workers behaviour, their perceptions and how they act (Mullins & Christy, 2016, p. 537). For Down to Earth, their underlying assumptions would be them naturally thinking how they can further help people in the local area and how to become more eco-friendly. For example, a recent visit to the Murton site by UWSTD students found out that the solar panels they use generate 60% more electricity than what is required. 
The Cultural Web developed by (Johnson, et al., 2014, pp. 156-157) focuses on the Central Paradigm. This is supported by six factors that can affect culture within an organisation; stories, symbols, power & organisational structures, control systems, rituals and routines. This system allows for better understanding of culture within an organisation through analysing. The stories in the cultural web is the content that is spoken about the organisation. This often used to let people know what is important within the organisation.  Symbols are how the organisation presents itself, whether it is through cars, logo or the language spoken. Power and organisational structure are individuals within the hierarchy of the organisation who can make the important decisions and have the power to do so. This also links with the relationships in the organisation. The control system looks at what is required to be monitored. Ritual and routines is how workers in the organisation behave towards each other and others outside of the organisation as well as any important activities or events that requires a formal or informal process. 
Culture can be influenced on a few various factors (Mullins & Christy, 2016, pp. 542-543). One of the factors is the leader in the organisation. Leaders often have their own visions and the way they want the organisation to be run. Employees and managers can also have an effect on how culture can be changed. They all help shape the culture in the organisation, but they also have their opinion on how the leader should run the organisation which has the possibility of causing conflict. Customers have the ability to change an organisations culture because they are the ones providing organisations income. Lastly, the environment can also play a part in this through the location in where the organisation is based. This can influence the type of customers or employees that go there.
There are also different types of culture in all organisations and is often split into four categories; power, role, task and person culture (Mullins & Christy, 2016, p. 540). Power culture is usually focused on one person or figure in the organisation and it relies of a lot of trust and communication for this to be effective. This is usually seen in smaller organisations. Role culture is often associated with bureaucracy and it usually follows the logical method and making rational decisions. It relies on other departments to do their jobs. Task culture is job orientated and requires bringing the right people with right skills to do the job. Person culture is the least common since organisations are based around the workers in them. Their influences are usually through personal power. 
Down to Earth links in with all these cultural types and factors. The environment surrounding Down to Earth allows them to offer their activities to the public, raising additional funds and their employees and volunteers help shape the culture as a more approachable organisation. They would be branded as a task orientated culture since they focus on what jobs they got in hand and who and what is required to do these jobs. With additional volunteers, it cuts down the workload for the actual employees as well as saving funds for other activities or events. They can also be analysed by the Cultural Web since their stories are spoken through the media frequently as well as the symbols of Down to Earth. People who are associated with them know what the organisation means and stands for. 






There is a strong relationship between structure and strategy within an organisation and having a well structured model for organisations to follow allows them to be effective in management and handling tasks in hand. ‘The purpose of structure is the division of work among members of the organisation and the co-ordination of their activities so they are directed towards the goals and objectives of the organisation’ (Mullins & Christy, 2016, p. 395). This ensures that tasks are planned thoroughly, organised and controlled correctly. It can also have an effect on the performance of the organisations productivity as well as contributing the morale and job satisfaction. Overall, structure in any sized organisation is important and having a suitable structure can help achieve the aims and objectives of the organisation. For social enterprises such as Down to Earth, the structure of their organisation must be set out so that they satisfy their consumer’s needs, therefore the departments within Down to Earth should work hand in hand to achieve their aims and objectives
Hierarchy structures are put in place to give responsibilities to each employee within an organisation. Generally, a person further up the hierarchy structure has more responsibilities, therefore a higher salary. Most organisations use two types of hierarchy structure which are flat and tall (Mullins & Christy, 2016, p. 405).  The person at the top of a flat hierarchy structure is usually the CEO. They often have a wider span of control and will generally make the executive decisions. Below the CEO, there will often be a few managers who will be in charge of monitoring the regular employees below them and information will be passed down through this system. A tall hierarchy structure has more levels through it, however, it will have managers and then team leaders. This structure is known as a narrow span of control and the main disadvantage to this is that information can take time to process through different levels of the hierarchy structure. 
Argyris (1964) argues that formal and bureaucratic organisations deny or limits individual growth and self-fulfilment. This argument says that it can affect people in working environments, causing a normally healthy person becoming frustrated, feeling of failure and conflict in the organisation (Mullins & Christy, 2016, p. 396). Managers in large organisations will have to consider the structural layout and methods in how it can affect employees in a positive manner, improving productivity, behaviour and performance. The two Board of Directors of Down to Earth will have discussed what type of structural system they want in place for their organisation for them to work efficiently and productively. 
Burns and Stalker (1961) came up with a theory that there were two types of organisational structures; mechanistic and organic (Mullins & Christy, 2016, p. 419). The mechanistic is a rigid structure which means organisations that use this structural system are often unable to deal with changes quickly. This is more suited for an organisation that is in a more stable environment and the mechanistic system is similar to a bureaucracy in terms of the management system. An organic structure system is more fluid compared to the mechanistic and can easily adapt to changes in the situation and tasks that are required to be completed. Down to Earth would be considered to be more of an organic structured system since they deal with changes in the environment every day such as the weather which would affect their construction plans, therefore strategies would be put in place to counter these issues. 
Down to Earth’s website indicates that they use a flat hierarchy structure (Down to Earth, 2017). They have several people in charge of various aspects of the organisation which would be to bottom level. Above them is then the Non-Executive Directors and the Board of Directors. The Non-Executive Directors are the ones contacting other organisations for a helping hand as well as developing new programmes and activities for Down to Earth. Lastly, the Board of Directors are the ones who make the final decisions. Down to Earth has two Board of Directors and they will usually communicate with everyone in the hierarchy structure before making any decisions. They also have specialists in various departments such as specialists in ICT, carpentry and project planning. All of this affects their performance as an organisation since they have people with the right set of skills to complete the projects. For example, new projects being developing will have a project manager to lead the way and there are also specialists who can contribute to certain parts of the project such as sustainable building methods. For the culture, Down to Earth’s culture is to treat everyone as equals. No matter what background people come from, they will help them to the best of their abilities and make them employable again. This links with the structure of the organisation since certain staff can possibly relate to the people they are helping. 
[bookmark: _GoBack]To conclude, it is clear that structure and culture is extremely important to any organisation and for organisations to continue moving forward and growing, they often have good structural systems in place and a certain type of culture that the staff enjoys being around. The purpose of this essay was to look at how it links into with strategies and from the findings that seem to be the most significant is that communication within the hierarchy system is vital, especially for social enterprises like Down to Earth who have a lot of volunteers as well as staff.
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