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Introduction 
 
The aim of this Report is to develop a greater understanding on how it is possible to enhance organisational performance through multiple internal avenues. Although there are many factors within an organisation that may improve performance, this report will concentrate specifically on organisational structure and how the difference between centralization and decentralization can improve or halt performance; Explaining how important both are to innovation, giving a good feel as to how an organisation would need to be robust enough to consider a new outlook on structure.  Good structure alone will not produce good performance. But poor structure of the organisation will make good performance impossible, regardless of how talented the manager. Improving the structure will always improve overall performance. Drucker, (1989), p.223. Further information outlines the importance of positive communication within organisations and how building collaborations and making change not only accepted but encouraged is vital in any organisation that has interest in thriving. Summed up best by a line in pogo cartoon “We have met the enemy, and it is us.” Research for this report shows that studying all stake holders is a fundamental way of understanding the culture of the business and how potential problems can be avoided .This report touches on how important managers `outlook at all levels is ,and how this can positively or adversely affect the business performance in both the short and long term. Information indicates that addressing issues within the team can push innovation significantly. The key is for the organization to understand that for innovation to take place the organization needs to collaborate effectively as a unit and individually, to maximise the potential within its core pillars to best enhance performance. Struggling to innovate? Examine your structure, Systems and culture. Nathan Bennet, Jacob
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
Main Body 

We start by looking at structure and how it effects performance. The overall aim of structure is to split work amongst associated members of the organisation and the co-ordination of directed goals to one objective within the organisation. Structure allows the process of management to happen, piecing together a framework of command and order to foresee planned organisational activates, directed, controlled and organised. The structure gives responsibility to stake holders, tasks, communication channels. Mullins, Management and Organisational behaviour, chapter 11 page 395. Structure is an essential part everyday life and without it even the easiest of tasks can be challenging. Without structure there is no outlined objectives to follow, goals and objectives to achieve. Consequently, this has significant impacts on performance. Organisational Structure is important regardless of the size of the organisation; however a much smaller organisation seem to have less apparent structure issues. Smaller teams and more informal approaches allow them to concentrate on relationships, tasks and objectives. Larger companies tend to have a more formal and review process to keep in line with growth and development. Journal of small business and enterprise development 2003 (Vol. 10, no. 1) 
 
“In the final resort, it is vital that we understand what organisation is, what it does and the grounds on which it can be justified because it is not just a means to achieving better economic performance but also exerts a profound influence on the societies in which we live… The form of organisation we employ transport values back into society and carriers a message about how to treat other people” Mullins, Management and Organisational behaviour, chapter 11 page 39.  With larger numbers of companies looking to innovation than ever before, it is important to ensure that performance of the business is taken very seriously. Performance management within an organisation is a management evaluation and monitoring of employees’ work. Management goal is to create a environment where workers can produce the highest quality of work to the best of their abilities, working efficiently and effectively .
      With business innovation being so prevalent companies are now looking forward to see how they can streamline their performance. That said this is no easy challenge, companies are set up in many ways. The following two examples define two major approaches :
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Centralisation: is the process of concentrating authority and power at the hands of senior  
management. 
 
Advantages of Centralisation  
 
 
1.     Easier implementation of policies for organisations as a whole  
1. Consistent strategy across organisation  
2. Preventing subunits from becoming too independent 
3. Easier coordination for managers to control  
4. Improved scalability and reduction in overhead costs  
5. Better decision making 
 
Decentralisation: this refers to a top to bottom approach, built around delegation of authority and power that can direct and manage at one level of managers. A decentralized business process modelling method, August 2011, pages 235-247. We can go even further to say a decentralized approach is easier to change at a far faster rate thus giving it the edge ,as each user is presumed capable of defining and achieving his/her activities. Although some research argues that this is not true !In a decentralised business process modelling method august 2011, pages 235-247it argues that a decentralised structure allows the management to see first-hand where strengths and weaknesses lie. Going on to say that this allows stakeholders to take full responsibility with allocated goals and objectives clearly set out. Additionally claiming that the modelling of responsibility improves processes to process owners, stimulating thinking and empowering people towards processes they preform and how they can be improved. Being able to discuss problems collaboratively , allowing each induvial to represent themselves. Redesign and process improvement are important for the mapping of others position in the organisation and it can be argued that this is the best model for improving performance.  
 
As can be seen from the above definitions, one predominantly focuses on the direction of power directly to senior management whilst the other distributes the power of control giving other groups more autonomy in management, more responsibility and power. So which approach is better to increase performance you ask? Organisational structure effects performance massively but it is not as easy as what one is best for performance, both have measurable success and can be argued that it depends on the organisation and size. It is rather more complex than is centralised or decentralised optimal for performance? Further research underlines the importance of management, interestingly it indicates to have a complete approach on innovation or change it must work together closely with one another. On occasion overlapping and working in conjunction between departments to achieve overall goals or objectives. To enhance overall performance. Examine your structure, Systems and culture. Nathan Bennet, Jacob M Parks.  
 
This is also notable in the article taking the next step: research higher levels of organizational performance volume 22, number 1, spring 2004 where a team analysed Rick Goldstein and Greg Behm’s organization with the intention of increasing innovation, pushing performance. After a restructuring to a more decentralised approach, performance increased dramatically. Data from the same article levels of organizational performance volume 22, number 1, spring 2004 identifies the importance of culture and performance. Although the structural redesign helped, it was the communication within the management team that made the difference What is organisational culture?  
 
Organisational Culture  
Organisational culture  is a set of values of the organisation, how organisations operate and what it considers important. Edgar H. Collection of traditions, beliefs, policies and values for everything that we think and do in an organization, McLean & Marshall (1993) This contributes to the environment and philosophy of the organisation, shapes employee’s decision making and overall behaviour. Organisational culture is created over time and is determined by previous experiences and values in the organisation. Charles Handy (1996). Culture is important to any organisation especially one seeking innovative collaboration or looking to further performance. It is the heart that beats throughout the organisation. Links between business success and structure are difficult to prove, it is maintained that even when there is a healthy strong culture, an organisation cannot be successful if there are flaws in the overall model. But with a strong healthy culture it is less likely to have a flawed business model. Mullins, Management and Organisational behaviour, chapter 15 page 546 this backs the research conducted, indicating a significant relationship between all organisational structure, culture and co operation with stake holders in the organisation.  







 
Conclusion  
 
After significant research it is very clear there are large connections between how organisational structure and organisational culture effect performance. Organisational structure and culture, knowingly or not ,are imbedded deep into the core of the business and both are effected by decisions along the road. Although difficult to get direct answers ,as there are so many variables, research indicates that the structure of an organisation is very complex and the two front runners in design are centralised and decentralisation. Both bringing levels of success to organisations, one concentrating  on the central control of power the other distributing the power of control .Further research touches on decentralisation being the leader in larger more complex organisations arguing that giving stakeholders responsibility to manage their daily activities would bring them closer to the organisation, in turn creating positive attitudes to change and allowing managers to be innovative and creative in finding solutions to potential problems. Going further in to structure it is also identified that a decentralised structure allows members of the team to cross functional lines by taking a whole system approach, accelerating change while still focusing on results. Leaders can reach tangible improvements in performance in short spaces of time. The report indicates that an overall system approach is achievable within a decentralised organisation model. Giving stakeholders time and processes to communicate and to ensure goals, activities and deadlines are met. Culture is also large part of structure, and every company has good and bad. Organisational culture is just as important in enhancing overall performance it seems, but often overlooked by out of touch CEOs and directors. Frustration and misdirection within management can breed negativity and negative feelings towards an organisation; Making it difficult to be innovative or creative. Findings are clear that the culture needs to be in support of the organisation to become successful. Although it is clear that there are connections between many variables effecting  performance it is also very clear that an understanding structures of organisations are far from simple and understanding  of structures, culture are paramount for optimal opportunity of success. 
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