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1. [bookmark: _Toc49844452]Introduction


The purpose of this essay is to determine the impact of organizational culture on the effectiveness of an organization. This in turn will help determine how the organizational helps to improve organizational efficiency. In the continuation of this essay the concepts of organizational culture, organizational structure and organizational efficiency will be considered. Then, the ways in which organizational culture and organizational structure affect organizational effectiveness will be considered. In conclusion, this essay will draw conclusions about how organizational culture and organizational effectiveness can help improve organizational effectiveness. In order for this essay to prove the stated claims, and for professionalism to be shown, the essay will use an example for which the DHL company was chosen.





1.1. [bookmark: _Toc49844453] Background

The DHL was an American by origin company, but back in 2002 it was bought by Deutsche Post, so DHL is now a German Logistic company operating in more than 220 countries across the globe. The headquarters of the DP DHL Group are located in Bonn, Germany. The company has over 550 000 number of employees in a global scope, which are being managed by DP DHL Group in a way, so that they willingly make a great effort to increase the organisational efficiency and achieve the wished performance. It is well understandable that the diversity of the employees is great and only specific organisational culture could help managers all across the world to maintain the organisational performance to a high level.








2. [bookmark: _Toc49844454]Organisational structure

This is the establishment of a set of rules that are based on theory, determine the design according to which to form the model of behavior, or more precisely, the model of how to organize people to achieve the desired result (Baligh, 2006). 
Organisational structure can inhibit or promote the organisational performance, but it depends on the effectiveness of the supervisory relationship and the productivity of the workforce. And these are that form the departmental structure and the reporting hierarchy.  

2.1. [bookmark: _Toc49844455]Organisational structure of DHL

DHL is a global express transportation company since 1997 and is now the leader in the world’s logistics. The organisational structure of the company is divisional, which is because the company operates in more than 220 countries, which itself have differences in the low - rules and regulations. The headquarters in Germany supports several divisions or departments, which make their own decisions and, in many cases, they have own performance policies.  The DHL is building their own style of structure, that they call Active structure. This is an innovative structure that define the culture of the organisation. The company’s structure requires specific organisational culture, that is why it has an innovative corporate culture. The group management functions though are centralised in the Corporate Center. An innovative culture is always more open to changes and that is what the DHL actually needs. 
3. [bookmark: _Toc49844456]Organisational culture
	
The words of Edgar Schein (2016) about the culture explain the power of the culture. He stated that “If you do not manage culture, it manages you, and you may not even be aware of the extent to which this is happening.” (Schein, 2017) 

In the contacts with representatives of other nations or organizations, people often find that what happens to them does not happen to others. Or that the things others think are very important don't matter to them. Americans follow the understanding that direct criticism is good. For Asians, criticizing others directly means depersonalizing, and that's why they avoid this way of communicating (Mohan, 1993). 

Organizational culture is a concept that is difficult to define unambiguously. Developed in anthropology, this concept is transferred to management theories. In one of the explanatory traditions, the definition of cultural refers to the sphere of human influence on the surrounding reality. In this sense, cultural is everything that bears the imprint of human processing. In an organizational context though, culture can be defined as the way things are done in a particular organization. Atkinson (1990) explains organizational culture through assumptions (rules) about what is acceptable and unacceptable, what behavior is encouraged or sanctioned (Jacobs, 2015).

So, it looks that the culture is a great manipulator of the people, and when it is about an organisation, the organisational culture works as a great tool in the hands of who maintains the culture. In other words, according to research on management theories, organizational culture is proving to be one of the most important constructs (Furnham & MacRae, 2017).

3.1. [bookmark: _Toc49844457]Organisational culture of DHL

DHL applies a corporate culture based on openness, trust and mutual respect, and serve the belief that the high motivation among their employees is that contributes to the corporate culture. The tangible and visible aspects of the DHL’s organisational culture, such as their open-door policy, the official dress code for the employees and the office layout, are the easy for observing but hard to interpret. 
The two-way transportable communication style of DHL is especially used to help for a proper communicating the core values in order to enable their acceptance by the employees, so that they can then modify their behaviour accordingly. The values of DHL are diversity, accountability, collaboration, quality, passion, leadership and integrity, which refers to shared goals, standards and principles.
DHL understand that the two-way communication style will help employees to better understand the organisational culture. They are well-aware that the organisational culture is the most powerful tool to gain competitiveness. That is why the DHL make sure that all employees understand and share the common purpose, which is well aligned with the broader organisational purpose. 
 	
4. [bookmark: _Toc49844458]Organisational Performance

The concept of performance can be explained as organisational achievement related with its goals. This effectiveness is measured by comparing the actual results with the expected results, or goals and objectives (Simon Burtonshaw-Gunn, 2009). To provoke increasing of the performance, the organisations use many tools and models of motivating employees. The management of the organisational performance cycle consists of three phases:
· Planning performance
· Appraisal performance
· Improving performance.
Organisational performance highly depends of the structure and culture of the organisation, where the structure defines the speed of communications and the organisational culture defines the success of communicating the organisational goals and objectives.

4.1. [bookmark: _Toc49844459]Organisational Performance in DHL

Deutsche Post plans to keep their focus on the service quality and trying to introduce new products for electronic communications. According to the DHL statements, their brand stands for personal commitment, local strength and proactive solutions and the focus of their employees is on the needs of the customers. Their employees help secure the company’s success by providing their customers with individually customized solutions (DHL, 2020).
Motivating employees is one of the 4 pillars of DHL, because the organisation believes that the motivation will help so that the employees will always deliver a great performance. DHL aims to build a strong cohesive team, for which the company has built a well-structured learning and development program for helping employees develop individual skills and capabilities (Parry, 2018).
The team leaders are who manage the internal politics within the teams by using the two-ways transparent communication and at the same time they encourage the active leadership within the groups. Here it is important to be ed that due to the amount of different countries where the company is operating in, the employees are of a high diversity. This requires the application of specific management models and motivation theories for the employees of DHL.

4.2. [bookmark: _Toc49844460]The T7 Model of Team Effectiveness.

This model was developed by Michael Lombardo and Robert Eichinger back in 1995. The T7 model presents 7 key facts that affect the performance of the team, which of course affects the overall organizational efficiency. The scientists have identified 5 internal for the team factors and 2 External for the team but internal for the organisation factors, which are influencing the team effectiveness (Mukhopadhyay, 2020). 
1. Thrust: Which represent that the team has a shared purpose.
2. Trust: Which means that the team members can rely on each other and have confidence in each other.
3. Talent: Which means to have or develop skills to make things happen.
4. Teaming skills: Which means to have the ability to work as a team.
5. Task skills: Which means to be able to perform a successful execution of tasks.
And the two externals for the team factors:
6. Team leader fit: This factor means that the efficiency depends on how well the leader works with the team.
7. Team support from the organization: This factor means that the efficiency depends on how well the organization works with the team which includes resource support and the authority to do things (Mukhopadhyay, 2020).
[image: ]


T7 Model of Efficiency. (Mukhopadhyay, 2020)

This Model is applicable for the DHL employees, because it can be seen that they have gone through a properly conducted recruitment process and induction. By educating all employees about the strategy of the organisation, the management achieved the meaning of the first factor, which is ‘the trust in the common purpose’.  The next 4 factors are achieved during the process of learning. However, if the two external factors are applied, then here can be mentioned that the organisation has provided support to the teams in many ways. It was mentioned above that DHL provides training and development, there is availability of resources, process and tools, very good working conditions, as well as accessibility to the business development plans (BDPs) from the network of DHL Express. In general, this model of Effectiveness is successfully applied in the DHL’s managing performance activity.  

4.3. [bookmark: _Toc49844461]Maslow’s hierarchy of needs.

Motivation and performance of a diverse workforce like the employees of DHL is a difficult task.  The most applicable theory in this case, is one of the earliest and most widely known motivational theory, the hierarchy of needs developed by Maslow.
	[image: ]
	Abraham Maslow’s hierarchy of needs has been developed back in 1943 and since then this theory doesn’t lose its leading position as one of the best motivational theory. It is a theory of human motivation, which was subsequently expanded to include his observations on people's innate curiosity (Maslow, 2019).
	


 
When accessing the theory, we can notice that yet with the recruitment, when the organisation educates and train the employees, the employees have been offered to fulfil the fourth level of the Maslow’s hierarchy of needs, which is the Self-esteem. More important though is that very soon after being employed, the organisation offer to the employees to fulfil the fifth level of the hierarchy of needs, which is the Self-actualization.
	

5. [bookmark: _Toc49844462]How the organisational structure and culture influence organisational performance. 

The expansion of DHL worldwide creates an increasing need for an innovative approach in creating the organizational structure and substructures to facilitate communication, as well as establishing a specific model of organizational culture that will help improve the two-way communication style established by DHL as the most suitable to serve the shared purpose of the organisation.
The influence of organizational culture is huge, both at the organizational and individual level. At the level of organization it is related and influences organizational socialization, expectations for change, leadership style and leadership behavior, group effectiveness, and at the level of the individual it affects the motivational orientation of employees, attitudes to work and achievement, prosocial and civic behavior in the organization, on coping strategies, on workplace burnout.
Culture is a powerful force. It can block the strategy of the organization (respectively the project) or it can catalyze it. In simple language, culture is "the way we do things"; at an in-depth level, it is a collection of shared norms, symbols, and relationships that permeate all parts of the organization.
These sustainable models maintain the stability of the organization, which is its important competitive advantage. But also, a strong culture can raise insurmountable barriers to achieving the results needed to remain competitive.
Many external and internal forces shape the culture of the organization and influence the projects it implements. Internal forces such as organizational vision, mission and strategy, whether well expressed and communicated or not, have a strong influence on organizational culture. Some organizations have a strategy to dominate the market, offer the only product, technology or service and fight to maintain their stability. Others try to offer the best products or services and are extremely adaptable.
The structure also influences the culture. For example, cumbersome, formal and centralized structures often promote functional efficiency at the expense of collaboration and innovation (which are so necessary for projects). There are usually subcultures within the organization that may be radically different from the main (dominant) organizational culture.



6. [bookmark: _Toc49844463]Conclusion

In fact, it turns out that the culture is a means by which messages regarding the goals of the organization are communicated to employees and the outside world. When employees become strongly attached to the beliefs of the organization, these beliefs are internalized and individual members perceive them as their own. Whether one realizes it or not, the process of internalization takes place and (in the presence of favorable circumstances) can be a means of obtaining personal satisfaction. In other words, the personality of the organization becomes the personality of the employees and vice versa
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