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Introduction

There are many aspects of society that directly shape people’s identity. One of these aspects is culture. Culture is the way people in society express themselves, communicate with each other, and celebrate traditions. These shared beliefs, values, and customs help pass on people’s cultures from one generation to the other.

Organizational culture plays an important role in the essence of a workplace. It acts as the workplace’s DNA which influences employee's attitudes, their decisions, and the way they interact with each other. It focuses on shared values, beliefs, and practices that define who we are as an organization (Alvesson, 2001). Understanding culture and how it can actively create a powerful force that will allow leaders to create a positive workforce by implementing strategic goals. In this essay, I will be exploring culture and discussing the importance of culture and how it directly impacts an organization’s structure (Mullins, 2019). 

Culture is a very important aspect of the workplace. The way in which culture is formed is from collective beliefs, values, and attitudes that the members of the organization hold. Daily actions and decisions play an important role in shaping the culture of the workplace. Every member plays a vital role in ensuring this is healthy. Different roles all hold different forms in which they can promote a healthy culture. This shared commitment involves every individual within the organization, meaning that they will naturally be active in maintaining values, effective communication, and ensuring ethical standards are met. This atmosphere allows individuals to hold themselves and each other accountable. To create a good work ethic the leaders would need to ensure that equal responsibility is placed on everyone including the leaders themselves. Every member of the organization will understand that their actions, and attitudes all contribute to the ethos of the organization. The leaders themselves will need to model the desired behaviour as well as form a structure within the organization to help encourage collaboration.

COLLECTIVE RESPONSIBILITY FOR ORGANISATIONAL STRUCTURE AND CULTURE

The idea of collective responsibility is designed so that it does not feel like it is being imposed by leaders to keep the employees in line but rather it is to show that this is a result of the combined behaviours of its members. The shared ownership of these responsibilities creates a connection to the organization’s values and mission creating an environment where these values are inserted into the work life (Alsaqqa, 2020).


Furthermore, this allows employees to feel a sense of belonging and pride for being a part of something that helps form a healthy organizational culture. This contribution gives employees a sense of purpose and identity. It motivates the workforce to work together towards the organization’s aims. This powerful tool will help create a resilient and thriving environment that is positive, productive, and effective, and ensures employee well-being

ORGANISATIONAL STRUCTURE

The organizational structure plays an equally important role in shaping the culture of an organization. It goes beyond the hierarchy of a workforce as it focuses on how people communicate, interact, and collaborate within the organization.

There are many different types of structures that can be used to contribute to cultural norms and behaviours. Often, when an organization functions on authority, the culture within this workforce becomes rigid and formal, making the chain of command clear. However, a more structured organization that focuses on fostering a collaborative culture, naturally makes employees feel empowered to contribute their ideas (Zheng, 2010).

COLLABORATIVE STRUCTURE IN THE ORGANISATION

There are many well-known companies that promote this collaborative structure. Companies like Google and Facebook embrace this culture of communication and idea-sharing. This positive approach allows their employees to feel important because they are able to share ideas they have. They will naturally feel valued and heard. These companies focus on a flattened hierarchy that allows flexibility and adaptability (Roszkowska, 2021).

To achieve the aims set out for organizations, it is important to align the structure with the desired culture. This is an essential relationship that needs to be reciprocal. Companies that encourage this structure and culture dynamic are a great advantage as they promote agility and enable decision-making. By allowing their employees to present fresh new ideas, both the company and the employees benefit from this. The companies gain new ideas from new perspectives and the employee is allowed to think outside the box and feel a sense of belonging when introducing new ideas to their company (Khan et al, 2022). When structure and culture aren’t aligned, it is not uncommon for confusion to rise and for performance to be hindered. This disconnect can lead to misalignment in communication and decision-making. If the ethos of the company is to be adaptable, innovative, and collaborative, the actual structure of the company does not allow room for this by being too rigid. This will cause internal conflicts between employees, between leaders, between leaders and employees, etc (Hearld, 2019). This will then affect morale and lead to disengagement. An example of misalignment in structure and culture is if an organization promotes quick decision-making and introduces new ideas that can be explored quickly and effectively, but the actual organization needs multiple approvals throughout the structure (hierarchy) of the organization then this difficulty will come with delays. (Grégoire et al 2022). These delays can cause disconnect. Therefore, leaders need to make sure that there is a distribution of authority, communication, decision-making, etc. This flattened structure will allow for the alignment of structure and culture which will allow the leaders to achieve overall success in a dynamic environment.

BOARD MEMBERS, CEOs MANAGERS RESPONSIBILITY (KIND OF SAME AS COLLABORATIVE)

Board members are the main people who introduce the strategies needed to achieve the organization’s objectives. They are responsible for approving and directing decisions that impact the structure and culture of an organization. (Davidson, R.H., Dey, A. and Smith, A.J., 2019). One of the key ways to ensure the harmony of the organization is to ensure they are being very clear in their aims, views, actions, and expectations. Therefore, it is the board member’s responsibility to select CEOs and senior management who hold the same vision and missions as well as those who understand the culture they will need to foster for the organization’s chosen structure. Regular evaluations and discussions are necessary to assess how effective the current structure is in supporting the desired culture. (Srivastava, S.B. and Banaji, M.R., 2011).

CEOs set the tone of the company. They have a crucial responsibility in enforcing the alignment of the structure and culture of the organization. It is essential for CEOs to use effective communication and reinforce the values they need to support the organizational structure. They need to design a decision-making process and ways to effectively communicate to enhance the culture desired within the organization. They need to be transparent in the reasons behind their decision-making. This will allow other members of the organization to understand and feel more dedicated to their work. (Irani, M. and Gerayeli, M.S., 2017)

Managers have a direct responsibility to ensure that the concept of culture and organizational structure is translated into actions that can be completed by employees in the organization. They need to be able to identify any obstacles and enforce the norms of the company. Managers can lead by example through their leadership style in decision-making and interaction with team members (Pechacek et al, 2022). Feedback is very important in improving the company. As mentioned, it is important for leaders to try and understand how their employees are feeling in regard to the organization’s culture and structure. Board members, CEOs, managers, etc will usually request for surveys to be completed anonymously to ensure full transparency when it comes to gathering information about the culture within the workplace. By doing this, employees are engaging more and feel they are contributing to their work culture and therefore this will automatically cultivate a positive work culture (Masmoudi, 2023).

The team member's opinions and decisions being taken into account will naturally improve the dynamic of the employees as they will feel part of a greater team within the company. This will in turn increase their work ethic with efficiency and effectiveness.

Embracing the changes within the company will positively impact the team and the organization. In order to promote a healthy culture the organisation would need to adopt resilience and adaptability when introduced to new ways to improve the culture in an organisation. There are many factors that pressure organizations into continuously changing, such as expansions within a company. The work culture needs to stay current with the external and internal changes.  When the responsibility to ensure this is actioned, is taken upon by every member, this allows the organization to seamlessly transition into successfully and effectively embracing change. Without change, the organization risks hindering itself, especially in the long term. (Nelson, 1994).

Another main factor is the CEO, seniors, and managers being open to accepting change within their workplace. They should not try to enforce previously fixed cultures onto new teams. They need to be proactive in ensuring the right resources are provided to reach the desired culture. This can be seen in the case of Old Mutual Wealth in 2012 where the board decided a new culture needed to be adopted by its employees, enforced by senior management. (Shoffman, 2012).


CONCLUSION

To sum up, organizations will only achieve success in their objectives for their organizations, only if they allow for it to align with the workforce's desired culture. A toxic culture or a structure that does not align with the culture of the workplace will hinder the organization instead of pushing it to move forward. Companies like Google, Disney, Facebook, etc have all shown countless times how the change in their organizational structure and culture of their workplace has effectively improved their employees’ sense of belonging, and involvement and overall created a better and positive environment to work in (Wendell 2018).
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