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[bookmark: _Toc68844448]Introduction
Organisational behaviour is the process of acquiring knowledge of human resources and organisation based on three particular level which are micro-level or individual employee of organisation, meso-level or working groups, and the last one is macro-level (Ashton, 2004). If a manager possesses in-depth understanding about organisational behaviour, he or she can positively correlate with organisational structure, culture with employees performance and for a better relationship among these factors the positive and negative effects of several aspects on individual employees are considerable. In this study the relationship with firms culture and structure with its performance have been presented with other factors that influence individual employees behaviour in a particular herarchy structure. 















[bookmark: _Toc68844449]Organisational Structure
An organisational structure is a diagram of a particular company that clearly specifies hierarchy from top-level management to low level management and this structure is used for making effective business functions, marketing plans, based on size and the activities of that industry (Bititci et al., 2006).Through organisational structure other managerial activities like task allocation and product quality supervision are performed for the achievement of organisational predetermined goals and objectives. Organisational structure specifies which individual employee or staff will participate in decision making process and the assigned task or responsibilities also outlined based on structural foundation and procedures of an organisation. There are four basic types of organisational structure which have been created based on size, nature and objectives of the business, and external and internal business environment.
Functional Structure
In functional organisation structure based on specialty or experience employees are grouped together for performing similar responsibilities and tasks. For example all the employees who are related with accounting or finance are placed in the finance department. Some smaller functional groups are created like operations, finance, marketing, human or people division and technology or IT department and most of the business organisation forms its business by following this structure. Starbucks Coffees use this functional organisational structure in their daily operations (Stare, 2011).
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Figure 1: Functional Organisation Structure (Stare, 2011)
Divisional Structure
When an organisation operates its business it segments the whole business products based on some geographic division or sometimes the organisation is classified according to its manufacturing products. Divisional structure is a legit structure that has its own division for corresponding either products or geographic locations and each division requires capital or physical resources for supporting the product line expansion (Sokro, 2012). For example, McDonalds and Amazon follow divisional organisational structure that classified their business components with strategic objectives.  
Matrix Structure
Matrix structure is different from traditional organisational hierarchy and the relationships are set up as a grid or matrix in which employees with similar experience, skills and background are assigned together for accomplishing organisational goals. For example, all engineer worked together in a department and report to a single engineer for supervision. Sometimes these employees are assigned in different projects for performance multiple managerial roles. World renowned company Nike and Google implement matrix structure for facilitating employees performance. 
Flat or Horizontal Structure
Flat organisational structur is adopted by small and medium firms at the initial stage and this structure does not effectively work in large companies and projects for managing employees properly (Cristini, et al., 2003). As midle management is not included in this structure it enables other subordinate employees to act independently in making decisions. But this does not imply that employees are not supervised by senior. Gaming company Valve is the uses of flat structure for corelating with classical or traditional structural practices.
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Figure 2: Flat organisation Layout (Cristini, et al., 2003).





[bookmark: _Toc68844450]Organisational Culture
Organisational culture refers the shared values, experiences, ways of thinking, individual attitudes, and behavioral practices of internal groups that plays a significant role in employee motivation towards assigned responsibilities and increase satisfaction level towards organisation (Cacciattolo, 2014). Organisations core values guide its culture what it should be and a winning culture requires eforts and hardworking of every level employee. There are four types of organisational culture which are:
Clan Culture
This cultural practice mainly emphasise on group work, teamwork and mentorship and in this culture, employees can perform in a flexible direction where internal focus and integration has given importance. This cultural practice is basically people focused in the sense of togetherness and collaborative approch exist where every individual is equally valued and clear communication is the top priority among employees (Sokro, 2012). 
Adhocracy Culture 
By taking risk earning more profit and introducing innovative products is the primary focus of this cultural practice and it focuses on external factors rather than internal with the implementation of differentiation strategy. This practice motivates employees to think innovative and think big with risk advocacy. New ideas contribute organisational marketing growth and successfully increase companies’ creativity level.
[image: ]
Figure 3: Importance of Organisational Culture (Sokro, 2012)
Market Culture
In this competitive market organisational growth and expansion has given emphasise and the company who gives priority follow market culture so that it can create stability control, external focus and tries to find niche market for more competitive advantage. This culture is profit oriented and every performance is evaluated with bottom line in mind with positional objectives to reach target customer segmentation. 
Hierarchy Culture
Without formal structure business organisation can not make a stable position in market and herarchy culture facilitates this stability with internal focus integration. This practice is associated with traditional corporate structure and a clear, specific direction and several managements give efforts to rigid structure. Hierarchy culture set future doing things with risk-averse strategy. 
[image: ]
Figure 4: Organisational Culture (Cacciattolo, 2014).


[bookmark: _Toc68844451]Relationship between Organisation’s Structure and Culture
These two terms are correlated and interdependent because after defining firms attitudes, operations, policies, strategies and shared values organisation builds cultural framework that is consistent with structure (Stare, 2011). For example if any firm follows adhocracy culture it needs to be followed matrix structure or divisional structure for balancing. But if it applied functional structure the output will be negative. On the other hand, the distribution of authority and responsibility define the ways how employees will behave with cultural environment that mostly creates a pyramid that comprises both structure and culture. But with consistent relationship sometimes structure and culture play different role in employees performance. Organisational structure is controllable with top level effort but if the maximum employees of a firm from other culture it become difficult for balancing both of the factor (Patyal et al., 2016).  
[bookmark: _Toc68844452]Relationship of Organisational Structure and Culture with Organisational Performance
Organisational culture and structure both positively and negatively impact organisational performance and organisational performance is largely dependent on sound structure with consistent cultural practices. 
Organisational Structure and Performance
44% employees stated that an effective organisational structure helps them to clearly identified authority and understanding the responsibility that they need to perform. As there is no confusion about command employees can perform the duties properly and bring better outcome. 24% employees said that good organisational structure that is aligned with goals and objectives helped them to work with a team or group that facilitates the decision-making process and increase team spirit (Koufteros et al., 2007). 8% managers and staffs appreciate good organisational structure that has relationship with their promotion and increment. And last 24% describes the relationship between structure and performance that it helped them to be motivated and inspired for better performance as organisation structure consider them as an integral part. Employees job satisfaction has a relationship with their performance and organisation structure has impact on them. In flat organisational structure individual closely works with supervisor that specifies the departmental jobs and helps to set performance goals thus employees have an opportunity to develop their performance through correction and supervisor review (Maduenyi et al., 2015). 
If organisation structure is rigid and centralise employees performance will be medium and generalize but will not be extraordinary. Because rigid structure does not allow employees to innovate or participate in decision making process. But flat structure motivates employees to participate and stay loyal that increase performance development, innovation and excellence in job fields. On the other hand, functional structure has the quality to operate efficiently and the specialization increase through this structure (Oh, and Han, 2020). The company that uses this structure will be able to increase its performance. As in divisional structure the accountability and innovation programmes are given priority intentionally or unintentionally employees need to give attention to the performance and thus it improve product quality.   
Organisational Culture and Performance
Organisation culture differentiate one organisation from another and specifies the limitations or boundary so that organisational employees can identify their respective roles without any confusion. At the time of giving reward to motivate employees, firms can identify which employee has performed what responsibilities for achieving goals. For example, clan cultural practice maximise the rate of employee engagement and by working with team or group collaboration between employees become high that helps to make happy customer with great possibility of market growth (Homburg, and Pflesser, 2000). As adhocracy culture focuses on profit margin employees remain motivated that inspire them to contribute more through performing beter to earn money. Creativity and new ideas with professional development are big opportunity in this culture and for availing this facilities employee perform better. If the firm is market oriented it will give opportunity to employees for external focus and then they can be able to focus on a specific sector that will increase specialization and improved performance (Heinz, 2019). The organisation that has strong cultural practices, the employees of that organisation also share stable social system inside the business and increase employees commitment and when employees are committed to the business, they loyally serve them with better performance (Jarratt, and O’Neill, 2002).  Organisation culture repeatedly focus on its internal issues and stability which is done through employees. And thus, employees get the opportunity to perform leadership role and present several skills with high performance standard.
But this structure and culture negatively impact on performance when employees shared values do not match with organisational practice and that become liability for employee. Also, rigid and complex structure or culture slow the decision-making process and lower the employees’ power that demotivated to contribute towards organisation by their performance. As business market is saturated and dynamic organisational structure and culture also necessary to change along with the changing environment. And due to this change in many cases employees slow down their performance and thus productivity also decline and without taking employs opinion in creating structure or culture negatively hamper the business performance as all the taken decisions or predetermined target goals will be accomplished by these employees (Zheng et al., 2010). 
[bookmark: _Toc68844453]The Effects of Various Factors on Individual Behaviors
Every individual employee is different from one another and in organisational environment various factors that impact on individual behaviour. If individual finds that the following factors are cooperating with his skills and knowledge the performance or output become more standard and for this reason the encompass of issues that affect individual behavior with organisational culture and structure is effective. The factors are given below:
Personal Factors: Experience is a personal factor that plays significant role in performing better and work with consistently with organisational structure and culture. And with performance and experience has positive relation as experienced employees cope up with both flat, matrix structure and clan, or adhocracy culture (Luong, and Ha, 2011).
Environmental Factors: As organisational structure facilitates the opportunity of employment level and when employees find that the organisational wage rate, economic environment, structure, and rewarding system is compettive it effects individual loyal towards organisation through their performance. 
Leadership Style: Leaders perform the role in motivating and inspiring the employees for better performance. But autocratic style negatively diminishes the innovative power and decision-making ability of individual that effect on individual behaviour at workplace.  
[image: ]
Figure 5: Factors Affecting Individual’s Behaviour (Luong, and Ha, 2011)














[bookmark: _Toc68844454]Conclusion
Organisational structure and culture are unavoidable for the formulation of effective strategies, leadership practices, policies, and regulation that will positively bring development in communication and its implementation. Effective communication is also dependent on organisation structure and cultural practices. For becoming successful organisation needs to apply its structure and culture that have the quality of openess, innovative, and facilitates employees creativity for better performance. In this report the main focus was to present the relationship of organisational structure and culture with employees performance. For describing the relationship firstly, the consistency with culture and structure has been shown and both positive and negative relationship identified though the positive relationship among these three factors are highly noticeable based on the discussion. 














[bookmark: _Toc68844455]References
Ashton, D.N., (2004). The impact of organisational structure and practices on learning in the workplace. International journal of training and development, 8(1), pp.43-53.
Bititci, U.S., Mendibil, K., Nudurupati, S., Garengo, P. and Turner, T., (2006). Dynamics of performance measurement and organisational culture. International Journal of Operations & Production Management.
Cacciattolo, K., (2014). Understanding organisational cultures. European scientific journal, 2(1), pp.1-7.
Cristini, A., Gaj, A., Labory, S. and Leoni, R., (2003). Flat hierarchical structure, bundles of new work practices and firm performance. Rivista italiana degli economisti, 8(2), pp.313-0.
Homburg, C. and Pflesser, C., (2000). A multiple-layer model of market-oriented organizational culture: Measurement issues and performance outcomes. Journal of marketing research, 37(4), pp.449-462.
Heinz. K, (2019). The 4 Types of Organisational cuture You Should Know. Available at: https://builtin.com/company-culture/types-of-organisational-culture (Accessed 7 April, 2021)
Jarratt, D. and O’Neill, G., (2002). The effect of organisational culture on business-to-business relationship management practice and performance. Australasian Marketing Journal (AMJ), 10(3), pp.21-40.
Koufteros, X.A., Nahm, A.Y., Cheng, T.E. and Lai, K.H., (2007). An empirical assessment of a nomological network of organizational design constructs: From culture to structure to pull production to performance. International Journal of Production Economics, 106(2), pp.468-492.
Luong, L.P. and Ha, D.T., (2011). Behavioral factors influencing individual investors’ decision making and performance. Survey of the Ho Chi Minh Stock Exchange, Umea School of Business Spring semester.
Maduenyi, S., Oke, A.O., Fadeyi, O. and Ajagbe, A.M., (2015). Impact of organisational structure on organisational performance.
Oh, S.Y. and Han, H.S., (2020). Facilitating organisational learning activities: Types of organisational culture and their influence on organisational learning and performance. Knowledge Management Research & Practice, 18(1), pp.1-15.
Patyal, V.S. and Koilakuntla, M., (2016). Relationship between organisational culture, quality practices and performance: conceptual framework. International Journal of Productivity and Quality Management, 19(3), pp.319-344.
Stare, A., (2011). The impact of the organisational structure and project organisational culture on project performance in Slovenian enterprises. Management: journal of contemporary management issues, 16(2), pp.1-22.
Sokro, E., (2012). Analysis of the relationship that exists between organisational culture, motivation and performance. Problems of Management in the 21st Century, 3, p.106.
Zheng, W., Yang, B. and McLean, G.N., (2010). Linking organizational culture, structure, strategy, and organizational effectiveness: Mediating role of knowledge management. Journal of Business research, 63(7), pp.763-771.
2

image4.jpg
| Aggressive

Organization
Culture
Profile





image5.png
Ability and

Skills
Personality ' De'p:fi';gh'(

Perception . - Attitude

Figure 2: Factors affecting individual's behaviour in workplace
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