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[bookmark: _Toc498695826]Introduction
“Swansea FEED A CHILD Organisation” (SFCO) is a non-profit organisation with a noble aim to help the children in Swansea. The basic aim of this organisation is not to gain financial profits but to help the community. Currently, it is established on a small level but splendid performance through achieving their targets can help them to establish their noble cause further and expand their programme on an organisational level. This urges the need to have a proper understanding regarding organisational structure and culture that can help SFCO to conduct their activities and norms in a better and efficient way. 
This report gives a brief review of the important role of organisational structure and culture on the organisational performance. Relevant models and theories have been discussed that will help in deeper understanding along with greater knowledge helping to follow a specific plan in SFCO. 
[bookmark: _Toc498695827]Organizational Structure
The concept of an organizational structure refers to the decision-making structure of any organization within a group of individuals. It can be defined as the pattern of relations and communications of individuals among a group that includes the activities and processes regarding decision making and its implementation (Csaszar, 2012). The organisational structure of an organisation acts as a tool that shapes the behaviours of individuals by sharing norms, values and goals (Kanten, Kanten and Gurlek, 2015). 
In the context of SFCO, it is important to design their organisational structure as per its organisational strategies and working condition as it has a vast impact on the organisation as well as individuals. Moreover, previous researchers have also revealed that type of organisational structure also plays a crucial role as it affects the organisational performance, employee trust, job involvement, satisfaction and performance and leadership style. It can help SFCO in linking and coordinating the individuals of the organisation in a framework with pre-defined roles, power and authority. The organisational structure is strongly associated with effective management of the organisation and hence, have the potential to influence the organisational performance (Kanten, Kanten and Gurlek, 2015). 
[bookmark: _Toc498695828]Relationship of Organizational Structure on Organisational Performance and Strategy
The famous dictum of Chandler’s is “Structure follows strategy”; whereas many authors have considered organisational structure as the influencing factor of strategy. The close relationship between the organizational structure with strategy and performance can be understood by analysing the mechanism and its effect. 
As discussed above, the organizational structure is known to have an impact on the decisions of the organization. The literature has revealed that the micro decisions influenced by the organizational structure aggregate and develops into macro-behaviours, which links to the research of strategy (Csaszar, 2012). Some of the studies have indicated that organisational structure has the potential to influence the decision-making process or the formulation of strategy; the influence is considered to be greater in large organisations. 
This shows that the development of strategies will be influenced by the organisational structure. The strategy developed by SFCO is clear and aims to achieve the objective of their programme, which is to help the children. As SFCO is a small organisation, so the influence will not be huge on the formulation of strategy; however, the long-term plan for the establishment of this organisation needs to focus on a structure that better supports the objectives of the organisation.   
In addition, the structure of the organisation is known to influence a wide range of organisational characteristics such as information flow, communication channels, coordination and collaboration, human interactions and assigns the responsibilities and power; all these characteristics can limit or support the strategic decision-making process and performance of the organisation (Claver-Cortés, Pertusa-Ortega and Molina-Azorín, 2012). Additionally, it also positively affects the employee’s trust and influences effectiveness, which ultimately contributes to the performance (Latifi and Shooshtarian, 2014). 
[bookmark: _Toc498695829]Current Structure of SFCO
The structure of the organisation comprises of three basic elements, which are defined below (Appendix 1) (Mahmoudsalehi, Moradkhannejad and Safari, 2012). These elements have developed a structure that well-describes and divides the work among the members along with coordination of activities, which assists in achieving the objectives of SFCO. 
[bookmark: _Toc498695830]Formalisation
It can be defined as the extent of job standardisation and employee behaviour as per the rules. The current structure of SFCO shows a high degree of formalisation as the job description are pre-defined while being a new programme and in the absence of rules, the employee behaviours are focused on achieving the set target.
[bookmark: _Toc498695831]Centralisation
It corresponds to the degree to which authority of decision making is concentrated at the top level of organisation. SFCO is a small organisation that has decided to adopt centralisation approach. The decision making power is not authorised by a single person i.e. the project manager in their mentioned hierarchy.  
[bookmark: _Toc498695832]Integration
It refers to the extent of coordination of separate players in an organisation. The coordination of the assigned tasks will be accomplished by the project manager in SFCO.
[bookmark: _Toc498695833]Complexity
This is another identified element that relates to the extent to which different organisational structures are distinguished in terms of task orientation, autonomy and goals. The predefined goals, tasks and job roles help in determining the low level of complexity of SFCO.  
[bookmark: _Toc498695834]Bureaucratic Organisational Structure Theory
Weber described this theory to be best for the stable environment having a routine task. The main characteristic of this structure is that they have a proper hierarchy with pre-defined job descriptions and position along with written guidelines and rules. This structure favours the systematic division of tasks among the labours and has a proper hierarchy showing positions and job descriptions. Emphasis is also made on the recordkeeping and proper documentation regarding the rules, organisational activities and administrative decisions (Rudani, 2013). 
The current structure of SFCO shows a high degree of formalisation, centralisation and integration that indicate Bureaucratic structure to be best for it. The nature of tasks of SFCO and a proper hierarchical structure of the organisation suggests that it is following this structure; however, they need to develop proper rules and guidelines along with the measures taken for documenting the organisational activities. The bureaucracy depends on the size and age of organisation as mentioned by the Helmut (2014), therefore, further development of the organisation and with the passage of time, SFCO will cater the missing points in this regard. One of the drawbacks relates to restricting learning from opportunities (Real, Roldán and Leal, 2014); however, it depends on the level of bureaucratic practices in the organisation. SFCO, being a small organisation currently, has a low level of bureaucracy in it that will not act as a hindrance.
[bookmark: _Toc498695835]Mintzberg’s Five Organizational Structures
Mintzberg has proposed that the adoption of selected strategy and degree of its practice within the organisation can result in different structural configuration, which is well illustrated below:
[image: ]
Figure 1 Mintzberg's 5 Structural Configurations [Source: Lunenburg, 2012].
SFCO has currently initiated their programme that is why they don’t have the major key parts of an organisation (Appendix 2). However, the strategy and centralisation type of SFCO suggests that they will follow the machine bureaucracy structural configuration as they have exerted emphasis on the standardisation of work processes. 
[bookmark: _Toc498695836]Types of Organisational Structure
The Weber’s theory has led to the following types of organisational structure (Rudani, 2013):
	Organisational Structure
	Characteristics

	Simple Structure
	Simplest hierarchy, owner shares the work, coordination occurs simultaneously

	Hierarchical Organisation

	In a bigger organisation, the purpose of hierarchy related to authority (see Appendix 3)

	Functional Organisation

	Enables expertise to develop, involve cultural homogeneity (see Appendix 4)

	Product Organisation
	Have separated product or services group, quick decisions (see Appendix 4)

	Matrix Organisation
	Focus on business processes (see Appendix 4)



The well-defined hierarchy, job roles and responsibilities of the current organisational structure of SFCO suggests that they relate to a hierarchical organisational structure where the authority of decision making is authorised to the project manager. 
[bookmark: _Toc498695837]Organisational Culture
Organisational culture is composed of the behaviours of employees that is constituted by their assumptions, beliefs and values within the organisation. It can be referred to as the personality of any organisation (Katrin, 2013). The culture of the organisation is fostered and passed to new employees through socialisation, which operates at different levels and has the potential to influence the behaviour of individuals at work (Msoroka, 2011). 
[bookmark: _Toc498695838]Organisational Culture in SFCO
The importance of organisational culture stresses to implant a culture that best-fit the organisation. Being a new organisation, SFCO needs to implant a culture, which can be done by various ways like by formal statements regarding mission, values and philosophy of the organisation for socialisation and recruiting, work environments and physical space, organisational activities, explicit rewards and promotion criteria and through coaching and training programmes by supervisors (Msoroka, 2011). An appropriate organisational culture of SFCO can direct, organise and influence the behaviour of all the individuals in the organisations collectively (Katrin, 2013). 
[bookmark: _Toc498695839]Impact of Organisational Culture on Performance
The culture of an organisation is known to create a set of understanding, values and working environment that positively reflects the organisational enhanced performance (Pinho, Rodrigues and Dibb, 2014). The organisational culture is found to be strongly and positively associated with factors like employee compliance behaviour (Hu et al., 2012), innovation (Hogan and Coote, 2014) and employee’s job satisfaction (Azanza, Moriano and Molero, 2013). These factors are crucial to the success of any organisation. 
[bookmark: _Toc498695840]Functions
It is interesting to note that being an invisible parameter, it still performs significant functions in an organisation. The below-mentioned role of culture can clearly show that by the adoption of suitable culture, SFCO can achieve the targets easily. 
It delivers a sense of identity to organisational employees.
Assists in creating a commitment 
Promotes and stabilises the social systems
Act as a sense-making tool, which can shape and guide the behaviour of the employees (Hu et al., 2012)
[bookmark: _Toc498695841]Organisational Culture Theories
 The proposed models suggest that organisational culture can have two views: structural views deals with the structure of positions within the organisation; whereas interpretive view indicates that it is developed and continued through an environment of the organisation (Cacciattolo, 2014). 
[bookmark: _Toc494325977][bookmark: _Toc498695842]Handy’s Organisational Culture
This model was proposed by Charles Handy who classified it into four types, which is well-illustrated in the table below (Cacciattolo, 2014) (Appendix 5). This model links the organisational structure with the culture. 
Table 1: Handy's Organisational Culture [Source: Self-made].
	Classification of culture
	Description

	Power Culture
	Mostly in small entrepreneurial organisations, minimum bureaucracies and rules, symbolised as web where powers are spread like network  

	Role Culture
	Defined structure, delegated and specified role of employees, culture driven by rationality, interactions controlled by procedures and rules

	Task Culture
	Job oriented and compliant culture, individuals work as team emphasis on completing task

	Person Culture
	Individual superior to organisation, management hierarchies and control system not viable



A brief description regarding the culture type defined by Handy suggests that task and role culture will suit best for SFCO. The highly defined hierarchical structure and specified job roles of individuals in SFCO show their inclination more towards the role culture. As mentioned by Cacciattolo (2014), the role culture in organisation helps in forming hierarchical bureaucracies where power is due to the position and they may face difficulty in coping with change. In case of SFCO, they can plan to develop a role culture in their organisation for gaining the benefits of continuity, stability and certainty. The nature of SFCO doesn’t demand drastic change as they are deemed in IT related or financial businesses; therefore, this aspect doesn’t affect SFCO in adopting role culture of Handy. 
[bookmark: _Toc498695843]Schein’s Organisational Culture
Schein has described three levels of organisational culture, which are described below (Appendix 6) (Cacciattolo, 2014): 
Table 2: Schein's Organisational Culture [Self-made]
	Level
	Description

	First level: Artefacts
	Physical attributes of an organisation like amenities, rewards, dress codes, visible interaction etc.

	Second Level: Espoused Values
	The apparent culture of the organisation like an expression of philosophies, goals, beliefs, mission statements etc.

	Third Level: Implicit hypothesis of the organisation 
	Basic underlying assumptions that are not visible like unspoken rules.



The Schein’s model of organisational culture can help SCFO in determining the elements that can shape its culture. SCFO needs to focus on the artefacts of the organisation while establishing their organisation on a bigger level. For instance, not allowing casual dressing, respect of supervisors and colleagues, particular regarding deadline of assigned tasks etc. SCFO has clear aim and goals, which can help in formulating their explicit mission statement. Besides these elements, SFCO should also pay attention to the inner aspects of the human nature that contributes to shaping the culture of the organisation, for instance, many of the female workers of the organisation may not believe in late sittings for office work while males will consider it to be fine. 
[bookmark: _Toc498695844]Conclusion
This assignment has briefly discussed the significance of organisational structure and culture along with mentioning relevant theories and models. The relationship between organisational structure and culture with organisational performance is evidently shown that provides a clear picture to SFCO regarding the available options with the related benefits.
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Appendix 1: 

Figure 2: elements of Organisational Structure [Source: Self-made].

Appendix 2:
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Figure 3: Key Parts of an Organisation [Source: Lunenburg, 2012].



Appendix 3:


Figure 4: Hierarchical Structure of SFCO [Source: Self-made].
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Figure 5: Advantages and disadvantages of organisational structure [Lægaard, 2006].
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Figure 6: Handy's Model of Organisational Culture [Source: Leaderonomics Media, 2017].


Appendix 6: 
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Figure 7: Schein' Organisational Culture [Cacciattolo, 2014].
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