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Structure, Change and Stress
           In the world today, companies have established their system of core values that encompass their organizational cultures. Every organization has its discrete set of customs, taboos, morality, and flavors that denotes their unique ways of performing business operations or activities. Companies have adopted effective organizational cultures that makes them successful in the corporate world that ensure they attract and retain employees and form long-term customer relationships. Besides, organizational structure details a system that delineates how activities in an organization are channeled to attain an organization's goals. For CMA's case, the management needs to redesign the company’s organizational culture and structure to ensure that changes within it are appropriately transformed.
The Link Between Structure and Culture
           Organizational structure denotes the concrete framework for a company. It is depicted as a logical relationship of the level of management and functional areas developed in ways that effectively ensure the most efficient accomplishment of an organization's goals. On the other hand, organizational culture refers to the work ethic, values as well as the mentality of the owners and employees of a company (Kerdpitak, & Jermsittiparsert, 2020). Organizational structure and organizational culture are closely linked as the culture inspire the top management frame, thereby shaping the organizational culture. Thus, it is for the management to identify a structure that appropriately meets the organization's internal, external factors, and goals. Presently, the Competing Values Framework (OCA) model proposes different types of cultures, namely the hierarchy, clan, adhocracy, as well as the market (Cameron, & Quinn, 2019)
           There is a strong link between organizational structure and the type of organizational culture adopted by a company. This is because the organizational structure endows the required framework necessary for the adoption of organizational culture. Whereas management is crucial in shaping the flexibility, adaptability, and agility of the business, it plays a significant role in tailoring the external – reputation – and internal practices.  
           In the event of Cameron Mechanical & Automation, Inc. (CMA), it utilizes the divisional organizational structure in which the company is divided into different autonomous departments. And this coincides with the market kind of culture. The market culture is more focused on the external environment rather than the internal environment of the company. The market culture emphasizes the activities with external clients and the attainment of competitive advantage. It contradicts the hierarchy culture where the focus is on the internal environment governed by rules, specified tasks, and integrated solutions. Since CMA has a market culture, it has the main goals of dominating the market, emerging victorious in competitions, and achieving a competitive advantage over other companies.
Recommendations
           Market organizational structure is upheld by market leaders who revere innovation management since the current necessities of leadership in the market are etched on accessibility to new technologies, resources as well as innovative ideologies. Nonetheless, it is vital to focus on the personal contribution of employees in the accomplishment of the firm's goals. For the company to ensure an increased loyalty of its customers, it should consider adopting a balanced, long-term incentive program. This may encompass the sales of the share of the firm along with special pension funds. Also, the company can maintain commitment within it through setting and communicating goals and core values. They set value engenders a feeling of belonging among employees.
           Organizational structure and culture within the company should enhance the attainment of the company’s objectives and mission. When organization restructuring takes place, it will inevitably result in a change of the incumbent organizational culture. Subsequently, adversarial environmental factors may hamper the adaptive mechanisms of the organizational structure’s adjustment. CMA was once a casualty of the same. In 2008, the company removed numerous management positions with the intention of flattening the organizational chart. However, employees resisted the practice because they were assigned much work or responsibilities. This has brewed mistrust in the company to date. Tellingly, it can be concluded that the consideration of association between the organizational structure and culture on the standard of the importance of the structure and culture of the organization is not completely correct (Joseph, & Gaba, 2020). Most importantly, every organizational structure comprises people who delimit and emulate the organization's core cultural values.
           The fundamental action is to change the organizational culture of the CMA. Therefore, an adhocracy culture should be adopted within the company. It would be instrumental in flexibly and swiftly responding to tremendously turbulent changes that combine innovation and creativity standards. Even though the adhocracy culture is a temporary dynamic structure, it can be swiftly adjusted when new circumstances are raised. When it becomes adopted in the CMA, it will protect structures and ensure advanced technological development to be incorporated within it. Thus, adhocracy culture benefits from accelerating adaptability, enhancing flexibility, and facilitating creative approaches in uncertain and ambiguous circumstances.
           The professionalism of the organization plays a significant role in aligning the company’s structure. For the case of CMA, it requires the creation of a target culture of collaboration and teamwork. Also, the redesigned corporate culture must limit department leaders' control to making decisions on allocating resources and delegating responsibilities to employees. And the rest of the decisions should be made in the backgrounds of horizontal management. The making of decisions within this management has several benefits. Foremost, employees have the freedom to make decisions without feeling that the managers are skeptical of their opinions (Hutchison et al., 2019). CMA ought to incorporate horizontal management to ensure that employees' opinions and perspectives are understood concerning urgent issues in the company. Also, in horizontal management, decision-making is fast as there are no bottlenecks between employees and executives. Hence employees can swiftly communicate their opinions to the management.
	Changing the organizational culture of the company will require the formation of a new mission, goals, and ideologies, models of effective leadership as well as procedures of assessing its effectiveness. The aforesaid changes will have an astronomical contribution in the transformation of the company. For instance, they will ensure an effective leadership within the organization. Hence the efforts of the CMA should be directed on accomplishing the various recommendations:
a. Modifying crisis and conflict management style
b. Reforming the responsibilities assigned to employees and alter the application of training programs
c. It is essential to shift the principles of motivational programs
d. Modernizing the symbols and rituals of the organization
Conclusion
For CMA to put an effective organizational structure and culture in place, it has to ensure that necessary transformations of rapid economic growth, government regulation, and circumstances in the external competition are adopted. Thus conforming changes to the traditional organization structure have to be executed within the CMA to eradicate activities limiting the company's effectiveness. A qualitative change in the culture of CMA will be essential for its internal environment. It is also fundamental in the existence and adaptation of the CMA’s structure during periods of crisis and market challenges. When the company has changed its organizational structure by forming new missions, goals, and new leadership models, the information breakdown between the different departments will be addressed. Amending crisis and conflict management styles in CMA will have an astounding impact on incorporating requisite programs and techniques to bolster the effectiveness of the organizational structure and culture. This will ensure that the company's internal and external processes operate smoothly and realize its mission, goals, and objectives.
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