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Introduction

Organizational behavior can be examined at different levels of organizational functioning, e.g. how people and groups within the organization think and behave, how the organization's formal and informal organizational units work and how they relate to each other, how they affect the entire organization, and how the complex organization itself behaves with other organizations relationship, or social relationships. A key area of ​​research and practice in organizational behavior is the response of organizations to environmental challenges, their relationship with the environment, their ability to adapt and shape the environment, and the complex management and influencing of changes based on behavioral solutions. For a long time, to solve the problems of management and organization, they created models that were based on the belief in absolute economic rationality, and therefore both the organization and the people working in it were objectified. One of the major turns in recent decades has been the focus on the human factors in organizations. As a result of the combined effect of several sciences, this change is now not a "Human relations" trend; manages the human side of an organization in a single, coordinated process. Experience in behavioral sciences convincingly demonstrates that, although "soft" factors, that is, human factors, are not characterized by measurable parameters, they still have a decisive influence on the final performance of an organization, as easily quantifiable "hard" factors are embedded in "soft" factors they are capable of what human factors are capable of. Organizational behavior is thus a factor in performance.

The purpose of the paper is to analyse the effects of structure, culture and leadership upon oganisational performance.

Organisation Structure based on Organisation Performance


The management of the most profitable businesses is the outcome of a combination of methods, organizational composition, support structures and workforces that is reflected in the organizational capabilities of the company. This containes the improvement and constant development of key inside rules and regulations along corporate processes, responsibility sharing, organizational requirements and control points, the establishment of key technical conditions for operations, the development of human resources knowledge and capabilities and strategic objectives. service, in which competency development, performance management system and knowledge sharing techniques play a key role.

Achieving better results can be described by special business models, each of which carries a specific message. Obviously, not all business models can be implemented at the same time, but with a specific combination of these, it is possible to create a business that is consistently interested in achieving better results and able to achieve its business goals with greater efficiency. However, organizations with an outstanding business model not only focus on organizational goals, but also have the ability to pursue individual goals. By doing so, they are able to build a much more effective organizational culture, compared to businesses that were unable to reconcile organizational and individual goals at the same time.

Planning is a conscious professional-intellectual activity which, based on past and present data, and taking into account the conditions that are expected in the future, provides an action plan for achieving the goals.

Definition of organizational planning is typically the responsibility of senior management and is practiced as part of the organizational function. The basic dilemma of organizational design is the combined application of the principles of stability and flexibility. In successful organizations, flexibility and stability are generally balanced, so they can respond quickly to environmental challenges while maintaining high and predictable performance.

Organisation structure asseses the diversities between "perfect" competition between different companies and "imperfect" competition in the real world. One of the tools comes from Michael Porter's analysis of the "five forces" from the beginning of the Competition Strategy.
Porter developed the five strength analyzes as a more rigorous version of the more widely used SWOT analysis. The framework focuses on the level of competition within the industry to assess the company's strategic position. Contrary to SWOT analysis, the five forces measure the business environment, not a particular company.
Porter's five forces include industry threats from new entrants, competition from existing companies in the industry, the threat of off-industry substitution, and the power of buyers and sellers.

1.Threat of new entrants

If a company has no competitors, they can charge almost every price for their product. As competition in the market grows, profits fall as long as they join the industry, not attracting new businesses. Entry barriers also prevent this new competition and may result in monopolies if they are high enough.

2.Threat of substitution

Replacement products are not just other brands (Nike vs. Adidas) but an alternative product or service (trainers vs. sneakers vs. casual boots). These alternatives are not in competition with other industries but threaten to replace and reduce demand. The elasticity of demand for a product can be a good phenomenon for making substitution vulnerable.

3.Buyer power

In an industry where there is only one consumer or a handful of very strong consumers, these buyers have a significant impact. Changing food safety standards at Sainsbury's or McDonald's can have a knock-on effect on all suppliers. The greater the asymmetry between buyer and supplier, the more customers are able to lower prices.

4.Supplier performance

Suppliers will be buyers in one market to another, so similar factors play a role, but in a different way. Another factor to consider is the specialization of the supplier product, that is, whether it is threats of substitution.

5. Competition 

If new entrants pose an external threat to companies, they will also face competitors from other companies within their industry. Generally, the number and ability of competitors is the primary factor in determining the level of intra-industry rivalry, but companies may adhere to non-compete anti-competitive codes of conduct, even excluding direct collusion.


Culture based on Organisation Performance


Organizational culture is a system of commonly accepted assumptions, values, beliefs, and beliefs accepted by an organization.

The development of organizational culture begins when the organization is established. The founders' personalities, values, goals, and responses to early-stage organizational issues have a profound impact on the culture of organizations. In addition to the founders, the top executives are also decisive. The "heroes" can play an important role in the lives of organizations, whose behavior in certain situations will later live on in corporate stories and legends.
  There are many external factors that influence the beliefs and values of the members of the organization: the natural and social environment, the history of the region and the national culture, and the legal and political circumstances.

The most popular discussion of the role and significance of organizational culture can be found in Peter’s and Waterman's (1986) much-contested work, “In Search of Excellence” . The authors, using case studies from some of the best American companies, try to prove that the philosophy, culture, values shared by members play a greater role in the success of the organization than other technical and economic characteristics, and thus the value of human resources.

One of the most common ideas in the literature on leadership work is that the emphasis is shifting from direction and control to personal leadership, the development of core motivation, the development of certain basic skills, attitudes, and competences, but this can only be influenced through cultural factors.
According to others, the organization has a culture, but it is not consciously accessible, it cannot be shaped, but it is formed mainly as a result of the interaction between the organization and the environment. However, there is little empirical evidence for this, often contradictory. As a result, it is interesting to collect the cultural beliefs in the literature and to consider and examine their empirical perceptions.


Leadership based on Organisation Performance


Leadership is extremely important in creating, maintaining, and developing organizational culture. The personality, personality and attitudes of the leader and how well they can be accepted by the organization is a major factor in creating a culture.

In the 21st century, the value of leadership skills and knowledge is growing. Successful leadership abilities:

· A forward-looking approach to both vision and strategy development and risk management.
· Smooth conflict management, understanding in-house relationships, getting to know employees, finding the right response and perfect solution
· Ability to deal with people. One need to recognize the potential of their staff, the importance of team building and teamwork. And the leader himself / herself has a vital role to play in supporting and exemplifying himself / herself while continuing to learn.
· Ethical behavior: social and environmental responsibility, risk-taking approach, value creation.
· The leader must be flexible and responsive to change.
· Thanks to his / her personality, he / she captures his / her employees and guides them in the right direction.


Emotional intelligence plays an important role in leadership processes.
Out of the organizational resources, it is dedicated to human resources and its ability to influence and mobilize the members of the organization to achieve organizational goals.In order to understand and achieve organizational goals and to solve daily problems, one has to know how to handle employees. Because leadership is a complex activity in itself, as a leader plans, coordinates, obtains information, decides, evaluates, motivates, controls, and performs many other tasks, he or she needs support from multiple angles.

Becoming a true community, where people are not just employees but responsible citizens, leads to a successful organization.












Conclusion


Both organizational culture and leadership need to be addressed to increase the performance of the organization and the company. Relatively few studies deal with their relationship. As it is proven, its relationship with organizational culture is clear, as the primary goal of any organization or culture development is to increase the performance of companies and ensure their long-term success. An inadequate culture makes it impossible for the company to operate and grow.
However, according to some studies, leadership has only an indirect impact on performance. For example, research by Ogbonna found that leadership influences performance through an organizational culture.
Regardless of the different outcomes, there is undeniable correlation and interaction.
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