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[bookmark: _hhvx43veg9du][bookmark: _Toc119668297]Introduction
There are several ways to improve organisational performance. This can be done by changing how employees are organised, providing training and development programs, implementing leadership and management philosophies, improving communication and information sharing, creating an effective work environment, and designing and implementing appropriate change management processes. Some organisations focus on external factors, such as market trends or changes in technology, while others may focus internally on their employees. An organisation needs to decide what type of organisation they want to be before embarking on any changes. Once a determination has been made, selecting the most appropriate approach for the organisation is important. 
[bookmark: _a25hp6casxxm][bookmark: _Toc119668298]Introduction to the Article
There are several approaches to improving organisational performance, but employing a whole-systems approach yields the most dramatic effects in the shortest amount of time. Leaders may unlock their employees' full power and create huge performance gains by driving organisational transformation and concentrating on results. Focusing on process improvement is one strategy to speed up organisational transformation. Leaders may minimise waste and increase staff productivity by introducing more efficient processes. Furthermore, leaders may boost staff morale and satisfaction by shortening the time required to perform tasks. Leaders might also concentrate on modifying how they interact with their associates. Leaders, for instance, may strengthen connections with their staff and promote collective creativity by employing participatory techniques for decision-making for team development.
Furthermore, leaders may solve problems quickly and efficiently by employing problem-solving approaches such as brainstorming and continuous improvement. However, to realise the advantages of these reforms, leaders should be dedicated to them. Leaders may establish an environment wherein people are encouraged to boost their performance by fostering a continuous improvement culture in their firm.
Rick's department had developed into a quarter-billion-dollar enterprise, exceeding growth, customer experience, and profitability expectations for several consecutive years. On the other hand, Rick was sure that the division might still develop greatly. He had faith in his managers and sought to help them reach their full potential whilst focusing on particular operational aspects of development. His longing was to see the management group share his enthusiasm for continual progress, embrace aggressive performance targets and propel the implementation of the strategy that formed over the following year. Rick proceeded by examining the division's present structure and activities. He then devised initiatives to boost each business aspect by utilising internal and external consulting services. The purpose was considerable: first, to assist managers in becoming more efficient and successful in their responsibilities, and second, to guarantee that objectives were established and attained via thought and planning and collaborative effort. To that purpose, Rick implemented performance evaluations and bonuses that encouraged individual aspiration while recognising team achievement. Rick was pleased with his team's progress after several months of hard effort. He was aware that they had yet to reach their full potential. Rick devised a new performance management system that asked for even better success to rekindle the division's excitement and drive. This time, though, he would not let anybody fall short - regardless of the difficulty or task. Rick felt confident that his staff would succeed if all managers and supervisors maintained a persistent emphasis on performance and development.
[bookmark: _k2khcy94k7c3][bookmark: _Toc119668299]Discussion
[bookmark: _rq7ubeta99h5][bookmark: _Toc119668300]Targeting the opportunity to improve
From the outset, working with Rick and Dave uncovered several redundancies within the business - areas where duplicate or unnecessary functions were taking place. To illustrate how this impacted the organisation, an interview was conducted involving managers from all departments and functions to get an idea of what was required to achieve key goals (Alzoubi & Ahmed, 2019). The most glaring issue we found was that each department highly depended on the others to achieve critical tasks (Goldstein & Behm, 2004). For example, construction needed land development approvals to commence, sales needed construction contracts finalised; and land development needed marketing materials produced. This created an incredible number of handoffs and led to communication hurdles between different parts of the organisation. By identifying these dependencies and streamlining processes, Rick and Dave could better coordinate efforts across the various departments, which allowed them to speed up time-sensitive tasks and give their team the resources they needed to execute their plans successfully (Nielsen et al., 2017). The goal of this engagement was to help the organisation achieve its goals and improve its performance. During the engagement, the team uncovered issues and challenges throughout the organisation that needed to be addressed to move forward. One of the main goals of this engagement was to help improve communication within the organisation. Areas where improvement could be made, included handoffs between departments and communications within individual departments (Goldstein & Behm, 2004). Additionally, it was discovered that each department depended highly on the other departments to complete tasks. The team was able to suggest ways to address these dependencies and improve overall efficiency within the organisation.

[bookmark: _n1pelxz78vsl][bookmark: _Toc119668301]Discussion of how organisational structure impacts its culture and performance

The organisational structure is the positioning of the workforce as per their skills and abilities. As per the views of Lewis (2019), the organisational structure is the other important element that makes organisational change difficult and individual change difficult. There are several factors in which the organisational structure impacts the organisation's culture. The organisational culture influences the employees within the organisations and their behavioural patterns. Organisational culture comprises cognitive and symbolic elements, including the mutual opinions, beliefs, norms, and common attitudes of the management and the employee base. The organisational structure and culture are instrumental in increasing the firm's performance. The organisational structure is responsible for the kind of organisational culture a firm practices. A great structure is responsible for either strengthening or weakening a company's culture. A company's mutual influence can be evaluated based on the organisational culture and structure. The organisational culture reflects the company's design and implementation. Culture impacts the shape of the organisational structure through the development of top management strategies. As per the views of Goldstein and Behm (2004), executives conduct business operations by using strategies to unlock the complete potential of the workforce. 
The organisational structure impacts the business performance as it clarifies every employee's roles and responsibilities. As per the views of Goldstein and Behm (2004), an organisation must take a "whole system approach"  to achieve the desired results to reach a higher level of success. In support of this view, it has been said by Haseeb et al. (2019) believe that a good organisational structure results in better strategic alignment, thereby resulting in better management of the company and its employees. The organisational culture impacts how communication occurs among the employees and the business operations progress. Therefore, it can be said that the views of Goldstein and Behm (2004) are justified by the discussion and the other supportive views. The organisational structure decides whether the business performance will improve or the progress will slow down. Performance management includes goal-setting strategies, which are constantly under the supervision of the top managers of the company. The definite policies and assigned roles enhance the company's business performance. The allocated roles provided within the organisational structure's concrete system help achieve the organisation's desired success. 

[bookmark: _x0dlqz3ps5fi][bookmark: _Toc119668302]How does culture affect workforce performance?
A positive organisational culture promotes employee engagement by inculcating work motivation among the employee. As per the views of Goldstein and Behm (2004), good leadership and a positive work environment can produce "dramatic" and "tangible" improvements. On the other hand, a negative work environment and culture results in low work productivity levels and affects the employee's motivation. In this negative and hostile workspace, the employee often feels dissatisfied and demotivated, resulting in the company's slow progress. A definite culture contributes to promoting employee engagement, as a result of which the employees feel the urge to strive hard to achieve the company's common goals. Employee engagement and job satisfaction of the employees are directly related to the progress of the company. The business performance increases with the increase in the rate of employee satisfaction. The company can achieve success with the help of the employees and their motivation to work. Per the views of Paris and Pattiruhu (2020), creating job satisfaction among employees is possible when there is a constant supply of work motivation, effective leadership, and positive organisational culture. 
The views of  Goldstein and Behm (2004) have been supported by the views of Diamantidis and Chatzoglou  (2018) as observed by them; a strong relationship has been found between employee performance and organisational culture. The organisational culture is responsible for enhancing the competitive advantage of the firm. The current trend of enhancing employee engagement through various measures like reward and recognition is instrumental in producing considerable results. It has been observed via several studies that employee performance and organisational culture are complementary to each other. The organisational culture's intensity helps determine the kind of success and recognition a company receives. Organisational culture is the major component in improving employee performance and engagement. 

[bookmark: _6ekci662r8k][bookmark: _Toc119668303]How does cooperation with stakeholders help in developing organisational performance
Stakeholder cooperation can be a very effective tool for improving organisational performance. This is because it allows stakeholders to share their knowledge and expertise to create a better overall system. This can be done by pooling resources and working together towards a common goal. Cooperation also allows individual stakeholders to feel they are an integral part of the organisation and that their input is valuable (Moullin, 2017). By working collaboratively, organisations can find solutions to problems faster and improve overall efficiency. Stakeholders can often identify weak links in an organisation through their interactions with various parts of the organisation. If management is aware of these weak links, they may be able to make better decisions about strategising and organisational restructuring.
This project aimed to help Rick and Dave improve their business performance by looking at the organisation from a fresh perspective and drawing out key information that the managers within the organisation knew. The first step was to review planning and financial information, which revealed that many key tasks depended on other departments within the organisation. This made it difficult for one department to complete certain tasks without the help of others(Goldstein & Behm, 2004). After reviewing the organisational structure and interviewing managers in all key areas of the business, it became clear that each department depended on other departments for support and coordination (Gianni, Gotzamani and Tsiotras, 2017). This created a complex and highly integrated division that was difficult to manage. With this information in hand, Rick and Dave were able to develop actionable Goals and Objectives (GOs) that would improve their business performance. By taking a closer look at their dependencies, they were able to develop strategies and goals that would better coordinate efforts across the division. 

[bookmark: _ecyqgt5annfe][bookmark: _Toc119668304]Conclusion
Based on the above discussion, it can be concluded that the organisational culture encompasses a whole set of beliefs, values, rituals, and attitudes possessed by the organisation's employees. The employees' motivation depends on the company's organisational culture. The work culture of the company and the employee performance is correlated in terms of the proper business association between the business processes. The organisational structure and culture are connected and work together to enhance the process of the company's progress. 
It has been observed that a positive work culture promotes employee engagement as it helps in motivating the employees. A great organisational culture aims at providing employees with job satisfaction. The rate of job satisfaction is dependent on the company's organisational culture. It has been concluded that according to the chosen article, there are different approaches to organisational performance; however, the most effective approach is the " whole system approach". As per the chosen article, an effective leader can unlock the fullest potential of the employees with the help of constructive organisational change. 
The authors of the chosen article Rick and Dave interviewed to evaluate the impact of the organisation as a whole, and it was concluded that each team was codependent on each other for achieving critical business operations. The organisational structure plays a key role in achieving results in the day-to-day business operations and contributing to the overall business performance and growth. It has been observed that the organisational structure is also responsible for enhancing employee performance. Work motivation and job satisfaction originate from a positive work culture within an organisation.
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