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In this contemporary world, if a business aims to achieve long term success, it is very important that the base of the business organisation is made solid and strong. A considerable portion of a business's strengths lies in its structure and the culture that builds around it. The norms and rules associated with the structure and the values and behaviour associated with culture, however, cannot be achieved just like that. The managers and leaders of an organisation play a pivotal role in achieving high structural and cultural quality through their development and implementation. This study is concerned with the operations of IKEA and how the organisational structure and culture affect the performance associated with it. The organisation is a Swedish retail, selling quality furniture and maintaining quality across global customers (IKEA, 2020). 
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Organisational performance plays a vital role in the growth of a company. This is true as well for IKEA, who is one of the leading developers of furniture, kitchen appliances and household goods. It is also important to realise that organisational performance is directly affected by the structure that is developed within the company. The first important idea here will be how structure affects performance. IKEA has a hierarchical structure where one particular design flows through several leaders and managers who are involved in the governing body of the company. However, it is essential to understand that this hierarchical structure has both positive and negative effects on performance. The positive impact regarding the structure is that the entire company gets to know about the specifics of the employees, and therefore the company can keep the proceedings under check (Nene and Pillay 2019). However, the negative of this structure is that sometimes the demands of the employees are not being met. As a result, it leads to demotivation, and at times several employees leave the company. This results in a decline of overall organisational performance.
It is also important to realise that culture affects the organisational performance of IKEA as well. IKEA is a Canadian company; therefore, they recruit a variety of people from all over the world. This includes people from different gender, race and colour. This is one of the reasons why the company has developed into one of the biggest and one of the best in the world. The diverse culture within the company allows the growth of development of new and improved ideas that is further enhanced by the freedom of the employees (Kelly and Cameron 2017). The employees are free to discuss amongst themselves; therefore, it leads to better bonding within the company, which in turn leads to better performance and better growth. Consequently, it can be stated that the culture within IKEA affects the organisational performance within the company quite significantly.
The third and probably the most critical aspect of the company that affects organisational performance are the people who work within the company. It is essential to realise that the people who work within the company form the most crucial section of the company. This is characterised by the work they do, the motivation they have, the amount of effort that they put into their practice and their loyalty towards the company. The diverse nature and culture of the people incorporate new and innovative thinking, which in turn enhances the overall performance of the company (de Waal 2016).  This is specifically important for the case of those people who come from outside and join the company. The fact that the group within the company are friendly and supportive towards the foreigners ensure an immense development in the field of organisational performance. Therefore, it can be said that organisational performance is directly linked with the structure, culture and people within IKEA. 
Organisational design theory is associated with six elements, the formation of departments, chian of command, span of control, centralisation and decentralisation, division of labour and degree of formalisation (Feldman, 2019). There are various factors affecting organisational performance, associated with structure or structure and culture. Since the organisational structure is dependent on the roles and powers of managers and leaders, it is very important to note how hierarchical organisation structure of IKEA affects the organisation’s performance through their managers and leaders. The hierarchical model of organisation structure takes the shape of a pyramid, where everyone except the CEO, is a subordinate of some other person (Jermias et al., 2018). The hierarchical model makes room for clear communication, but is also associated with increased bureaucracy. The CEO has various departments under him or her, followed by other branches and teams. Hence, it can be said that in the case of IKEA, the managers hold greater power in the decision-making process. In IKEA, there is greater authority pertaining to the planning and organising functions. One of the best ways to explain this idea is by the use of the Edgar Schein model of organizational culture (Jermias et al., 2018). According to that model, no organization culture is built in a day. They are built depending upon experiences that may gather in due course of time.  The hierarchical structure of IKEA is designed in such a way that they will listen to the employees; however, they will make changes depending upon how well the company progresses in the future.
The management of IKEA is responsible for determining what kind of people they need to hire. This is because the management is very clear about the management determines the functions that every department would be associated with and the expectation of the employees working for these departments (Wu et al., 2019). One of the greatest benefits of the hierarchical structure is that because of the high level of control amongst the management, the employees are more responsible, and the element of casualness is rare to be found (Jermias et al., 2018). This enhances the quality of performance, as the employees are aware that if anything goes wrong, there is a chance that they could be penalised. The hierarchical organisation structure, also makes room for greater specialisation, as opposed to a flat organisation structure (Schenkel and Brazeal, 2016). However, one of the major drawbacks of the system is that the communication system is not efficient, though controlled. The flow of information rakes place through proper lines, which allows the management of IKEA to ensure that there is a grapevine effect of informal communication (Kast, 2019). The hierarchical structure stops the employees from being distracted, which effectively increases the level of performance amongst them. 
The leaders of the organisation ensure that the work assignment associated with the operations is in line with the capabilities and talents of their employees. The role of the leaders is associated more with the culture of the organisation (Feldman, 2019). Since it is hard for the employees to engage with the managers, it is the leader in each department that the employees of IKEA engage with. The performance of every department is determined by the efficacy displayed by the leaders and how well the goals determined by the managers are communicated to the employees by the leaders. 
In a multicultural organisation set up, the aspect of employee empowerment becomes very important, and the role of the leaders in ensuring that the employees are empowered hence becomes a necessary element (Feldman, 2019). The employees of IKEA are made to feel that the organisation’s performance is deeply dependent on each of their efforts. Employees are made to feel worthy through the provision of rewards. When an employee’s individual performance becomes good, they are subjected to higher remuneration, when it provides them with the incentive to work even harder (Holmström, 2017). This creates an environment of motivation. The leaders of IKEA ensure that the employees are subjected to an efficient system of rewards, and each of them is focused on generating creative ideas. Given the fact that the company operates in the retail industry and the employees' role is to get the furniture marketed, the performance of the organisation is also dependent in the efficiency of the sales culture that requires the employees to fulfil targets. Meeting every target should be backed by greater incentives, and ensure that in no point the work pressure of the employees is too high that they end up damaging the relationship with the customers (Holmström, 2017). Sales culture can be stressful and can lead to work-life imbalance if not rightly monitored by the leaders, hence leading to degraded performance. 
IKEA is ready to assemble Furniture Company. It also offers home ware and food products to its customers. It has been the largest furniture retailer since 2008. The structure of an organisation helps to monitor the output of the employee and how various issues with organisational structure can affect the efficiency of the organisation. Ikea is one of the famous companies in the world, and it is famous for its innovation and management process. As IKEA is following the Hierarchical organisational structure, it impacted the organisational behaviour and employee behaviour within the organization (Raghuvanshi et al. 2017). There are several departments under the management of the CEO. All the decisions regarding those departmental activities are taken by the managers, and it impacted the performance of the organisation. As the structure is more controlled by the higher authority and managers of the company. It is obvious that management is more responsible than other structural organisations. 
Employees also managed by the management of the organisation. It increases the chances of improving the performance of the employee by making specialised decisions regarding the department. Every department has different activities, and this structure helps to make different decisions regarding the actions of the departments of IKEA. This decision helps to enhance the performance of the employees within those departments. Hierarchical structure helps to flow information in an effective way within the organization (Taylor, 2019). As the managers are responsible for managing different departments, it helps to spread information regarding the organisational operations within the departments. Well informed employees are effective for performing well within IKEA. Communication among IKEA helps to ensure formal communication within IKEA. It ensures that employees can concentrate on their job role, concentrating on the given job role helps to have an effective outcome for the employee in IKEA. 
The leaders and managers of IKEA are always active to derive the best of the employee in their given job role. It is completed with the help of improving the capability and workability by giving them training. Leaders of IKEA are always associating the employee for helping them to understand their job role with the help of various methods and approaches. The open conversation of this structure helps to make effective communication between employee and employer (Taylor, 2019). It allows the employer to know about the thought and view of the employee regarding the decisions and organisational operations. With the help of these methods and approaches, employees of IKEA can perform well. Improved individual performance can help to improve team performance. Improved team performance can help the employees to gain benefit and rewards from IKEA. This structure of IKEA helps to change the organisational behaviour and culture for improving the overall performance. This structure also helps the leaders and managers of IKEA to talk openly and freely about their views and opinions. Sometimes it can help to have innovative ideas and creativity within IKEA. It is true that IKEA is famous for its innovation and new creation within furniture and home ware. People love IKEA for its ready to assemble furniture. In order to have effective performance, IKEA is always trying to follow the opinion and views of managers and leaders (Taylor, 2019). It is because they are the main medium for communicating with the employer and employee effectively.
In order improve the organisational policies, IKEA should implement the following recommendations. The employees would be better motivated by the system of quick feedbacks. Every feedback must be supervised by the managers, so as to see that the leaders are working efficiently. The leaders of IKEA must be trained so that the employees are prepared and well aware of what is expected of them. It is also important that the leaders are able to see that the workers are in safe conditions. Apart from monetary incentives, employees should be provided with encouragement and praises, which fall under non-material rewards would enhance emotional stability.
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The essay has been successful in throwing light on the importance of the structure of the organisation and the culture associated with it. The discussion was centred on the operations of IKEA and the structure associated, which happens to be hierarchical.  The cultural of the organisation supports innovation, empowerment and competence. The customer-centric organisation is also associated with a sales culture that demands meeting targets. With regard to this, the influential role of the company's leaders and the steps taken by the managers in achieving the goals have been elaborately discussed. These processes have been evaluated based on the actual performance of the company, throwing light on the strengths and weaknesses of the organisation. A set of recommendations have also been provided hereunder:
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