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Organizations are facing the competitive and changing market conditions. Business conditions are getting the change with the development of technology and globalization (Neis, Pereira & Maccari, 2017). All these factors greatly influence the decision-making processes and operations of the organizations. Multinational organizations have diverse organizational cultures, an important factor that contributes to the performance and efficiency of the company (Neis, Pereira & Maccari, 2017). Organizations build a competitive advantage on the bases of organizational structure, layout, culture, and leadership of the company. leadership behaviors and strategies are key players behind a successful business (Neis, Pereira & Maccari, 2017). Leaders are responsible for developing behaviors and structures of organization. The current study is aimed to analyze the effects of organizational structure, culture, and leadership on the performance of organizations. The study evaluates the present literature and applications of theories, to illustrate the mutual relations between organizational structure, culture, leadership, and how they affect the overall performance of the organization.
[bookmark: _Toc35800519]Effects of Organizational Structure Upon Organisational Performance
The organizational structure is the composition and relationships between the various departments of the enterprise, which are determined based on common targets and functional tasks and are based on a combination of specialization and cooperation (Neis, Pereira & Maccari, 2017). Under the organizational structure of management, it is necessary to understand the composition of management bodies and individual officials (managers) with a reflection of the nature of the subordination between them (Neis, Pereira & Maccari, 2017). Based on the decision of the management on the structure, each position in the organization includes several tasks that are considered as a necessary contribution to achieving the organization's goals (Neis, Pereira & Maccari, 2017). A task is a prescribed work, a series of works, or a part of work that must be performed in a predetermined manner at a predetermined time. From a technical point of view, tasks are not prescribed to the employee, but his position. The formulation of tasks is one of the directions of the division of labor in the organization (Neis, Pereira & Maccari, 2017).
To characterize the effectiveness of the management mechanism in the economic literature, it is recommended to use indicators for assessing the organization of management processes, such as duration of the management cycle, density coefficient, continuity of the management cycle, the rhythm of management, efficiency of decisions made, the cost-effectiveness of the management system as a whole and individual units of the management apparatus and level of executive management apparatus (Zhang, Li, Jiang, Zhang, Hu & Liu, 2018). But, as a rule, these indicators are not used due to the lack of a clear methodology for their calculation, complexity and some detachment from real management practice.
A comprehensive organizational structure allows you to increase the flexibility of the organization and its ability to respond to changes in internal and external conditions (Zhang et al., 2018). This is achieved by dividing the organization into units whose viability depends on their ability to produce competitively priced goods in demand and to provide the services that consumers need. Such a structure creates a market within the organization, regardless of whether it is private or public, commercial or non-profit (non-profit), and increases its ability to respond to the needs of both internal and external consumers (Zhang et al., 2018). Since the structural units of management are relatively independent of each other, they can be expanded, reduced, eliminated or changed in any way. The performance indicator of each unit does not depend on similar indicators of any other unit, which makes it easier for the executive body to evaluate and monitor the activities of units (Zhang et al., 2018). Even the work of the executive body can be evaluated autonomously in all aspects of its activities.
The multidimensional structure impedes the development of bureaucracy because functional units or programs cannot become victims of service units, whose procedures sometimes turn into an end in themselves and become an obstacle to achieving the goals set by the organization (Zhang et al., 2018). Consumers inside and outside the organization control internal suppliers of products and services; suppliers never control consumers. Such an organization is focused on goals, not on funds, while bureaucracy is characterized by subordination of goals to means (Zhang et al., 2018).
The functional organizational structure identifies the areas of activity of production, marketing, personnel, finance, etc. The advantages of this structure are effective control over the achievement of the results of the strategy, suitability for organizations existing in one field of activity, high-quality management of activities in business areas (Zhang et al., 2018). Disadvantages include the difficulty of regulating different units, the high possibility of competition and conflict, an extra specialization of managerial thinking is possible. The regional organizational structure is well adapted to corporate strategy and the conditions of geographical regions (Zhang et al., 2018). The organizational structure is constantly being improved and changed; it is mainly influenced by the organization’s strategy and the external environment (Zhang et al., 2018).
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Organizational culture is a significant factor in the progress and working of an organization (Nikpour, 2017). Every individual or employee within an organization, physical environment and location contribute to the cultural development. However, leadership is the major factor in determining the organizational culture. The rules and policies and organizational structure are also contributing elements in the organizational culture (Nikpour, 2017). The organizational culture belongs to subjective-objective categories and largely depends on our perception, emotional assessments, level of intellectual maturity, and upbringing. It cannot be artificially imposed (Nikpour, 2017). At the same time, it can and should be skillfully managed. The skillful development of modern and effective mechanisms for the analysis, formation, change of organizational culture in companies had developed a new area of research and business implementation (Nikpour, 2017). The external environment of the organization and the requirements for creativity, flexibility, quality shown to the work of staff. Responsibility for the formation and maintenance of the organizational culture, development of the strategy and mission of the organization is the main task of the company's management (Nikpour, 2017). If top management can put an organizational culture at the service of strategy, this will give brilliant results to increase the efficiency of the company (Nikpour, 2017). 
In other words, corporate culture management is becoming a resource. As for the performance indicators, they are standard, and the business administration has gained tremendous experience (Yu, Xiao & Bo, 2018). As a rule, indicators are grouped between the clusters including finances, customers, business process management, innovation, and personnel. If the indicator is high, then the return of customers is ensured, including through a culture of customer focus in the company. Organizational culture is effective if it is based on a formalized system of values (Yu, Xiao & Bo, 2018). This allows management to form a bunch of "value - goal - an indicator of effectiveness. Attitude to values ​​is an attitude to work. If the values ​​are “non-working”, then the employee is “non-working”, that is, other tools of motivation for efficiency are used to a greater extent. The contribution of culture as a cohesion factor in the processes of deepening economic inequalities and tensions of social coexistence is also particularly highlighted (Zafar, Hafeez & Shariff, 2016). 
The local institutions are obliged to consider Culture from this point of view, from the social structure, from the responsibility that one has when offering the citizen environment an active building environment (Yu, Xiao & Bo, 2018). And their managers must assume the commitment to reconsider some of the processes and models to which we are accustomed so far, especially from local governments, and rethink them considering the new socio-cultural realities (Yu, Xiao & Bo, 2018). Cultural diversity is the source of sustainability in business development across the globe. The global business networks are based on the management of culturally diverse employees (Yu, Xiao & Bo, 2018). The large organizations like Walmart and Samsung have thousands of employees from different cultures and backgrounds that ensure their business sustainability across the globe. Multinational organizations are focused on cultural diversity that plays an important role in business development and cross-cultural interaction. Organizational culture is the pillar of organizational business, and it is termed an important factor that decides the faith of the business (Yu, Xiao & Bo, 2018).
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The paradigm of leadership is evolving. In the evolving business design and multinational organizations, traditional leadership is not suitable to be implemented (Le & Tran, 2020). The leadership in virtual groups and information systems can be conducted through continuous coordination. the study has further highlighted the situational modeling for leadership. Power and influence are found to be the essential leadership skills (Le & Tran, 2020). However, it is necessary to utilize power in a rightful way to strengthen teamwork and organizational vision and mission. The abuse of power can destroy the organizational structure and can lead to organizational failure. Interaction and continuous communication are the influential factors of leadership. The personal traits of effective communication and delivery of content can facilitate the leaders (Zafar, Hafeez & Shariff, 2016). Furthermore, rapid response to the changing events is also a practice followed by effective leaders around the globe. Leadership is not completely related to the personality, but it can be learned and trained up to some extent (Le & Tran, 2020). 
Leaders must train and develop their employees, support them, consider them and recognize their status. Additionally, to adhere to supportive leadership behavior, leaders need to be goal-oriented (Masood & Zia-ur-Rehman, 2017). The leadership behaviors associated with selecting, prioritizing and achieving organizational goals are necessary in SMEs. Since organizational goals represent the future of organizations, leaders have a responsibility to make goals clear (Masood & Zia-ur-Rehman, 2017). Regarding human resources development policies in SMEs, there are arguments about the cost-benefit of internalizing human resources within companies instead of seeking the hiring of human resources outside the organization (Zafar, Hafeez & Shariff, 2016). 
Accountability is found to be the deterministic leadership trait that can have a positive and negative impact (Masood & Zia-ur-Rehman, 2017). Lack of accountability and integrity are the negative aspects of leadership that can deteriorate the organizational progress. For effective leadership, everyone within an organization is held accountable for his/her responsibilities (Masood & Zia-ur-Rehman, 2017). However, stealing credit is a negative leadership behavior that discourage the progressive improvement among employees and also cause unhealthy competition. Leadership must encourage healthy competition within the organization. In the growing business environment, it is necessary to build trust relationships with employees (Masood & Zia-ur-Rehman, 2017). The involvement of the employees in decision making and discussion to resolve problems of the employees or sub-ordinates allows a better relationship and employee retention (Bratton, 2020). For effective leadership, it is necessary to involve employees and subordinates in the decision-making process. 
A leader (as an individual) has a significant impact on the development of the values and norms of individual members and the organization as a whole (Bratton, 2020). Everything that leaders do, say, preach, is watched with interest, discussed and interpreted by the subjects of the organizational-leadership process (Bratton, 2020). The second point is the values-based leadership that can be provided through training in the process. leadership develops as a result of the accumulation of experience, and the process of studying leadership and teaching it is ongoing (Bratton, 2020). Research has emphasized that the most effective way to develop leadership is through the activities and practices of individuals interacting with each other (Bratton, 2020). But for this, interpersonal relationships must be sufficiently developed, the organizational environment must be open and allow the individual to grow socially and develop leadership potential in himself. leadership potential is defined as a designation of a set of individual characteristics that ensure successful leadership (Bratton, 2020). 
[bookmark: _Toc35800522]Conclusion
The study presents a detailed analysis of the effect of organizational structure, culture, and leadership on organizational performance. The structure of the organization is the basis of organizational aim and objectives; the type of organization determines the nature of organizational structure that can help to develop the business. The organizational growth and progress can be sustained through the management of organizational structure. The organizational structure and culture are dependent on the leadership style and intention. The culture of an organization determines the working nature of employees and the leading strategy of leadership. Large multinational organizations are bound to do the business across the globe that requires the cultural diversity of employees and leadership for sustainability in business progress. Leadership plays an important role in business progress; leader of the organization can determine the organizational structure, culture, and management strategy that directly influence the business progress plan.   
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