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Structure and Culture


Structure and Culture of the Organization
The modern period of life of the world community is defined by most researchers as the time of transition from an industrial society to a post-industrial (informational) one (Smircich, 2017). This transition is marked by a change in the general paradigm of management and systems theory, a new approach to creating the organization structure, and the emergence of fundamentally new organizational forms (cluster and network organizations, virtual corporations, etc.). The changes that take place require a new look at the role and importance of the organization’s culture (Smircich, 2017). However, at present, there are no scientific studies on the relationship between the processes of organizational design and restructuring with the process of forming the organization’s culture, which is considered in isolation from each other (Smircich, 2017). The study is devoted to the study of the organizational culture of the enterprise, which directly affects the competitiveness and effectiveness of the organization. The study allows us to argue that it is necessary to introduce and develop an organizational culture to create a successful, efficiently functioning enterprise.
The transition to a new level of managing business entities requires the management of the enterprise or the organization to introduce new mechanisms to improve the efficiency of the enterprise, one of these mechanisms is the organizational culture. High-quality management of the organizational culture of the enterprise gives a certain competitive advantage, strengthens the position of the enterprise in the market of goods and services, makes it “healthier” and more successful (Smircich, 2017). At the present stage, the goal of the enterprise is to make a profit. For-profit, it is necessary to optimally effectively use the available material and human resources. One of the problems of business is the formation of a healthy state of the enterprise (Noke and Mosey, 2017). In the conditions of a modern market economy, taking into account the dynamically developing external and internal relations of the enterprise, strengthening the competitive confrontation in both internal and external markets for the sale of goods and services, the enterprise management should be aimed at increasing the efficiency of operations using a number of mechanisms (Noke and Mosey, 2017).
Scientific practice investigated various methods of increasing the efficiency of the enterprise. The levers of enterprise performance management capture a wide range of theoretical sciences, such as management, marketing, financial analysis, organization theory, and many other deeply cognitive theories. The consideration of the issue of increasing the efficiency of an enterprise is carried out through an organizational culture, the use of the mechanism of which includes the synthesis of a number of sciences. As a result of this synthesis, a synergistic effect occurs in the process of application, analysis, and implementation of organizational culture mechanisms (Noke and Mosey, 2017). The organizational structure and the formation (changing) of a company’s culture is an integrated systematic approach to organization, which is recognized as a complex and interconnected system. At the same time, organizational culture is one of the key attributes that have a great influence on all components of the organizational structure (Noke and Mosey, 2017).
	The literature studies on organizational culture devise the change in organizational behavior that are explained by different theories. The organizational culture, people and structure are linked with the organizational performance; the literature suggests new trends in organizational development through cultural development at different levels of organizational management (Felipe, Roldán and Leal-Rodríguez, 2017). The modern stage of development of society is understood as a transition to the information society, and modern management as a transition to information and communication management. The organization is a self-developing and self-organizing system, the current stage of development of which is characterized by the emergence of new organizational forms, such as network and virtual corporations (Felipe, Roldán and Leal-Rodríguez, 2017). Under the current conditions, the increasing role of information turning into the main production resource and the information structure (information mechanism), which becomes the core of the organizational structure, is of particular importance. A change in the management paradigm requires a change in the approach to the formation of the structure itself and the criteria for its effectiveness; One of the most important characteristics of the organizational structure is flexibility and adaptability (Felipe, Roldán and Leal-Rodríguez, 2017). In modern conditions, the importance of the organization’s culture is significantly increasing, therefore, when forming a project of the organization’s structure (or during reorganization), the key characteristics of the organization’s target (desired) culture should be taken into account; the creation (change) of the information structure (model) should be carried out with direct consideration of the characteristic of organizational culture (Felipe, Roldán and Leal-Rodríguez, 2017).   
	The increasing role of organizational culture is determined by a number of factors; Organizational culture begins to act as the most important characteristic that ensures the unity of the organization (Jalal, 2017). Indeed, in conditions of high isolation and independence of individual organizational units (elements) (for example, network or virtual) and the inefficiency of many common administrative mechanisms, it becomes the main (and almost the only) cementing factor (Jalal, 2017). It is culture, who preserves the unity of goals, views and ethical standards and, finally, the “common language” of all the components of the organization, its flexible structure, as well as the stability of a self-organizing system (Jalal, 2017).
Organizational culture ensures the efficient use of information technology. “To work effectively in the new conditions, a healthy Organizational culture is required, while modern information technologies can act as a catalyst and an instrument for its development (Jalal, 2017). The success of the company in the new conditions depends on how basic the concepts of Organizational culture support the openness of information exchange between employees, the desire for innovation, teamwork and the exchange of experience”. The results of the use of information technology are closely linked with the culture mastered by intellectual workers (Jalal, 2017).
Organizational culture largely determines the process of interaction with the external environment and the type of information flows. This position follows from the main characteristics of the organizational culture, which is defined as a set of ideas, values, and norms that shape the image of the organization (Anitha, 2016). Therefore, shaping its image, the organization inevitably creates an idea about the world around it, as well as about the principles of relations with it. Since an organization interacts with the external environment takes the form of an exchange of resources, the type and nature of information flows largely depend on the properties of organizational culture (Anitha, 2016). The process of forming the organization’s culture and the process of creating its structure are inextricably interconnected and should be considered in dialectical unity (Anitha, 2016). 
The development of a market economy in the United Kingdom enables enterprises to develop according to their own laws and principles (Driskill, 2018). According to these laws and principles will be formed, formed and the culture of the enterprise. Each organization, therefore, becomes the owner of a unique culture that defines the behavior, activities, and interaction of all employees both within the enterprise and with the external environment. Features of culture, its elements arise as a reaction to emerging problems and bear the functional burden of resolving or leveling the negative consequences of these problems (Driskill, 2018). The formation of various cultural features, phenomena of an already established culture was caused by certain circumstances, conditions, factors that acted on this organization in the past and, possibly, continued act now. Therefore, before attempting to change the culture in any direction, it is worth analyzing what caused the appearance of these features, whether the conditions have changed, and what role these phenomena played and play (Driskill, 2018). 
	Each enterprise is distinguished by the ratio and positioning of these subcultures. As a negative substance, the counterculture can increase the range of its action, subordinating itself to itself a non-conflicting subculture by introducing into it its anti-values ​​of the enterprise (Driskill, 2018). In this situation, the management of the enterprise must constantly monitor and control the activities of representatives of the counterculture (Driskill, 2018). An advanced culture must be stronger and more powerful than a counterculture. In this case, the struggle between good and evil is traced, but evil exists all the time, and the goal of good is to minimize evil (Driskill, 2018). The lack of attention of the enterprise management to the development of subcultures turns the indicated differences into contradictions and open conflicts, which impede the effective work and achievement of the goals of the enterprise. For effective enterprise management, each leader must clearly understand what subcultures exist in the organization, evaluate the impact that they can have on achieving organizational goals, and also manage these subcultures (Driskill, 2018).
	Organizational culture performs many functions, the main ones are integration, adaptation, regulatory, educational, educational, stabilizing and informational (Driskill, 2018). Organizational culture has a complex, multi-stage structure. Its main elements include symbols, heroes, myths, rituals, ceremonies, rituals, values, mission, goals, traditions, communication style, history (Driskill, 2018). The formation of Organizational culture is influenced by many external and internal factors: the type of business, the aggressiveness of the external environment, the life stage of the company, the personality of the leader and management style, the attitude of employees to the company, national culture, and the company's value system (Driskill, 2018). To determine the existing and desired organizational culture, you need to know about different approaches to describing organizational culture. It must be emphasized that in the vast majority of organizations one type of culture predominates (Driskill, 2018). 
Depending on the basis allocated, the following types and types of Organizational culture exist authoritarian, liberal, and democratic; stable and unstable; integrated and disintegrated; Personally, oriented and functionally oriented, etc. (Driskill, 2018). Concrete types are formed as a result of the accumulation of those values, assumptions, priorities that become dominant as the organization accepts the challenges of the external environment and sets itself up for a change (Driskill, 2018). Strong and weak Organizational cultures have their own hallmarks. Signs of a strong culture are openness, vitality, optimism, trusting interpersonal relationships. To maintain and develop any existing organizational culture, there are tools: myths, traditions, corporate events, corporate media, leadership promotions, support for employee initiatives, conflict management, disclosure of employees' abilities, remuneration system, consolidation of corporate identity, etc. (Driskill, 2018).  
Organizational culture is the atmosphere in which a company’s business exists. The modern leader must understand the entire strategic strength of organizational culture, as well as its central role in its formation (Argyris, 2017). Indeed, at all stages of the development of the organization, the culture of the organization is determined by the culture of its leader. Organizational culture plays a very significant role in the organization’s management system and underestimating it will lead to a decrease in the efficiency of the organization (Argyris, 2017). It’s not enough to create and consolidate debugged business processes. For a competitive advantage, it is important to create and develop a strong, rational Organizational culture. Organizational culture is the invisible connecting link of the entire management system, it is the air that allows you to transfer any ideas, projects quickly and accurately to the entire system (Argyris, 2017). A detailed and clearly defined rules of interaction and communications will create painless management decisions and much more (Argyris, 2017).  
In Conclusion, Organizational culture is both a whole and, at the same time, a system of harmonious parts. Its very presence is an instrument that regulates employee behavior, without any additional incentives and control. In each organization, only that culture is effective that allows you to develop the business. As each country has its own culture, considering geography, nationalities, so each organization builds its culture for the purpose, strategy, and mission of its business. In order to better understand Organizational culture, several diagnostic procedures were proposed by different researchers: tests to study the type of Organizational culture, level of loyalty, psychological climate, and questionnaires to analyze the elements of culture - mission, traditions, heroes, etc. The organizational culture is the desired way of organizational management by the leaders; the organizational culture, people and organizational growth are interlinked that can be analyzed by using different models and theories. The theories and models of organizational culture suggest values for the employees and leaders that also help to sustain the growth figures.  
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