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Introduction
The structure and culture of an organisation plays an important role in the employees and the organisation performance. The leadership of an organisation is responsible for developing a good culture and structure which helps in the development of motivation among the employees. This essay will discuss the factors like structure and culture of an organisation that affects organisational performance. Homebase will be used to study in this essay. Homebase was founded in 1979 as Sainsbury’s Homebase. The company is headquartered in Buckinghamshire, England (Homebase, 2020). Different models and theories will also be used to understand and analyse the structure and culture of Homebase and their interrelationship with the people and the organisational performance.
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Organisation structure is an arrangement in an organisation by which the organisation operates. The structure helps the organisation in flow of work so that the set goals of the organisation are achieved (Stalph, 2020). It is important as it facilitates coordination, cooperation and sharing of responsibilities in an organisation. There are four types of organisational structure which are followed widely. Hierarchical Structure is the most common type of structure which is followed worldwide. In this structure the organisation functions on the basis of hierarchy which is headed by a CEO or Director. In functional structure, the position is defined based on the responsibility in the work. In this top down structure the employee with more functional responsibility is placed on top of the level (Sairoop and Rajani, 2016). In case of divisional structure the employees are divided on the basis of the division in which they work. Matrix structure is a cross functional structure in which an employee can work for different departments. This structure is found in the companies which work on the project basis so that on the basis of project requirements any employee can be shifted to different projects and under different project managers.
Homebase follows the divisional structure in which the working of the organisation is divided into different divisions like sales and marketing division, operations management division, HR division and finance division. With the growth of the organisation the divisions also increased. This helps the organisation leaders to keep a track on the performance of the organisation through these divisions. The divisional structure at Homebase provides a greater operational capability as employees with the same skills and knowledge are working under the same division. Every employee can act independently and can use the management as a medium for cross communication between two different divisions. This structure in Homebase has also helped the management in the monitoring of all the processes in the organisation. Each department head has the responsibility of the profitability of their department which helps the organisation in its profitability. 
The divisional structure of Homebase helps the company in developing its culture more strongly. An organisational culture is the set of beliefs that helps an organisation govern how the employees of the organisation behave. The positive aspect of divisional structure is it helps in developing an environment of work responsibility among the employees of Homebase. The division managers help in the assigning the roles to employees which helps employees to understand what the organisation expects from them (Shafie et al., 2018). The role assigned by the leadership of the company helps the division in setting the goal so that all the employees of the division can work for the achievement of the same goal. This results in the collective efforts of the employee as all the employees know what they have to do. 
As a result there is a better team coordination seen in this culture which is a positive aspect of the divisional structure. The structure also decides the number of employees required for a division which finally helps the leaders in allocating the work to its employees. The structure affects the culture, people of organisation and the organisational performance as they are interrelated.The divisional structure assigns roles on the basis of the expertise of the employee. In this method the full utilisation of employee skills are not used as the work taken by the division is only based on the requirements, which shows the negative aspect of using this structure. As a result the organisational performance is affected. According to Cox and Trotter (2016), this structure also did not allow the innovation among the employees to develop as they are required to do only the roles that the management asks for. As a result the full performance of the organisation is not achieved, clearly showing the negative side of using this type of structure.
Mckinsey 7S model can be used to analyse the structure of Homebase. This model has two different elements, hard and soft. In hard elements the strategy, structure and system are there which is decided by the leadership of the company (Dastaviz, 2017). The managers and leaders decide the strategy to be used in the working system of the organisation. It is the responsibility of the managers and leaders of Homebase to make the structure of the organisation in order to get maximum profitability. The essential nature of managerial work is reflected in their function of deciding the structure for the organisation, planning the strategy for the development of organisation and developing the working system in the organisation. The managerial work follows the processes to implement all these responsibilities. In soft elements the managerial work is seen in the development of culture of the organisation skills of employees, style of working and staff development. These works are conducted using different processes that are defined by the leadership. According to Funminivi (2018), the development of employees and promoting innovation among them that in turn helps in the enhancement of organisational performance are the variables which determine effective management and leadership.
It can be said that the structure of Homebase has a huge impact on the culture of the company. The culture which is decided by the leadership which follows divisional structure impacts the employee motivation by offering limited work and restricting innovation. As a result their productivity is reduced and ultimately the company’s performance reduces.
Organisation culture can be defined to be an invisible and unspoken code that employees follow. This is the most important factor which influences the behaviour of employees. It is the way that an organisation treats its employees and customers. Culture gives employees a freedom to work and innovate and it also allows the sharing of information within the organisation with ease. For any organisation its culture is very important as it defines the organisation’s identity in both internal and external environments. As stated by Nene and Pillay (2019), culture develops a core value of beliefs in the organisation which helps the organisation to grow. A strong organisational culture empowers its employees to create ideas on their own and reduces the turning around of staff. The strong culture makes the company a productive team and improves the employee productivity and motivation level.
Different types of culture exist in different organisations. According to Charles Handy model of organisational culture there are four types of culture that is seen in organisations. Power culture is the culture in which the power is used and exercised by a few people in the organisation (Zaabi et al., 2017). These few people delegate responsibilities to their deputy who then gets work done. The task culture isfollowed by those organisations in which teams are created to achieve any short term goal.Skilled staff with common target and specialisations forms a team to perform a project work. Every project usually has ten to fifteen or more members. In such a culture every member has to perform its duty for the achievement of the goal(Ismail et al., 2017).
There are many organisations where the workers consider themselvesbetterand more valuable and preferable than the organisation. These organisations follow a culture which is known as the person culture. The company is the secondary preference in such a culture, and ultimately faces losses. As per Dabic et al. (2019), employee’srelation to the office is only for the sake of earning salary, and they never get attached to their work or to the organisation. 
In case of role culture employees are given work on the basis of theirprevious professional experience (Laforet, 2016). Employees in such a culture takes their own decision about work and face challenge. In Homebase, there is a culture of Role in which every employee is assigned a role based on their work experience, skills and educational qualification. Every employee of each division is assigned a specific role which they have to perform (Homebase, 2020). This helps them in understanding what they have to do in their job. The organisation’s expectation is dependent on the role that has been assigned to the employees.
The employees of Homebase are assigned a specific role in their job which enables them to understand their work and they fulfil their role as per the requirement of the division. In this culture task behaviour is seen by the leadership in order to get the work done by the employees. Employees are assigned work by the managers and leaders of the division of Homebase which employees have to work. The task behaviour shown by the leadership explains the culture of the company in which employees are asked to perform their specific roles. The leaders and managers set goals for any work and based on that work is assigned to employees.
 The leadership assumes that the work assigned to employees will help the division and the company in achieving the set goals. This results in the difference of behaviour among employees as employees who are self-motivated will accept it and those who are not self-motivated will have different behaviour. As a result a change can be seen in the management style due to the differences in the individual behaviour. This affects the employees in their motivation as their full skills are not utilized. As a result there is a change in the employee behaviour which is reflected in their motivation and enthusiasm. The employees innovation capability and new idea creation is not promoted in this culture. This leads to a negative effect on the enthusiasm of the employees and they only work what they are asked for(Zaabi et al., 2017). In this culture used in Homebase, employees are not allowed to share any idea with the leadership which could have a better effect on the processes and policies of the organisation. 
This culture of role used by the leadership of Homebase has affected differently in the organisation performance. Since the work is assigned by the leadership which when completed as per the requirement, achieves a specific goal. The goal of getting good results is achieved by using role culture as the leadership have designed the specific roles of employees based on their vision which has a positive effect on the organisational performance of Homebase. However this culture has an adverse effect on the employee development as they are not allowed to explore new ideas and emphasise on innovation of new processes(Nene and Pillay, 2019). The flow of instruction in the company is unidirectional and the management and leadership do not accept any feedback or review from employees. This has a negative effect on the employee behaviour of Homebase as they feel demotivated and non-enthusiastic.In order to improve the performance of the organisation and development of employees by innovation the role culture lacks the ability as it restricts the innovation making capability by the employees. The culture of Homebase, thus has a direct effect on the people and organisational performance as it is directly related to the employee motivation.
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Conclusion
The organisation structure, culture, people and performance are correlated with each other. An optimized selection of all these will result in the development of an organisation and employees. The case of Homebase was discussed in this essay and it was found that the structure has played a vital role in the culture, people and organisation performance. However the culture of the company restricts the full growth of the organisation and development of employees. It was also found that leadership is using role culture where the employees are assigned specific roles in their job. Their innovation and idea generation is not promoted in Homebase. It can be concluded that the organisational performance of the company can further be improved if the leadership tries to change the culture in which innovation and ideas shared by the employees are promoted. By doing this the company can have better results in their performance.
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