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The Organization Definition

~

* A group of people who work together in a structured way for a shared purpose

* is atwo or more people who work together in a structured way to achieve a
specific goal or set of goals

e can be any structured body such as department, business, company in private
or public sector or nonprofit association.
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Other definition

T g3

is an arrangement of people
and resources to accomplish
some specific purpose
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Efficiency and Effectiveness

Efficiency (Means) Effectiveness (Ends)
Resource Goal
Usage ' Attainment l
Low Waste High Attainment

! !

Management Strives for:
Low Resource Waste (high efficiency)
High Goal Attainment (high effectiveness)
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The formal
arrangement of jobs
within an

organization
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Organizational Structure Definition

An organizational structure is a
system that outlines how certain
activities are directed to achieve

the goals of an organization. These
activities can include rules, roles,
and responsibilities.
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Why Do We Need the
Organizational Structure

Organizational structure provides a clear
framework for decision-making and
resource allocation, enabling a company
to operate effectively and achieve its
goals. The structure can vary widely
depending on the size of the company, its
industry, and its culture, among other
factors

Bl JSed) ) zliag 13l

Bl g 1 ) adaiil) JSagd) 8 g
Laa 3 gall amaddy i Al Masy
Gaiad g Aallady Jardl (e AS ) Ry
S S Qi o oSay Lgdlaal
;\SJ"M‘?MU"" Jalaie | éu\gé\.hl
Jal s (e clgdli g Lgielia g
s Al




Divides work to be done into
specific jobs and departments

Assigns tasks and responsibilities
associated with individual jobs

Coordinates diverse
organizational tasks

Clusters jobs into units

Establishes relationships among
individuals, groups, and
departments

Establishes formal lines of
authority

Allocates and deploys
organizational resources
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Types of organizational structures

1. Hierarchical structure: is a traditional
organizational model characterized by a
top-down chain of command, where
authority, responsibility, and decision-
making power are concentrated at the top
and delegated downwards.
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Types of organizational structures

2. Functional structure: groups )
employees into departments based on
specialized roles, skills, or expertise, such as
marketing, finance, and human resources. This
hierarchy improves efficiency, encourages
deep skill development, and provides clear
career paths. It is ideal for stable
environments focusing on efficiency and high-
volume operations.
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3. Matrix structure: is an organizational CEO
design where employees report to multiple
managers—typically a functional department
head and a project manager—creating a dual-
reporting grid. It promotes cross-functional - e .
collaboration and efficient resource sharing Manager Manager Assurance

across projects while breaking down
functional silos. This structure commonly i;f:ﬁ .
balances specialized expertise with project-
based, flexible delivery. ———————————————
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4. Team-based organizational
structure: is a modern, flexible framework TEAM STRUCTURE
that replaces rigid hierarchies with
empowered, cross-functional teams. It fosters
collaboration, speeds up decision-making, and
improves adaptability, enabling companies to Project 1
focus on projects or shared goals rather than
traditional departmental silos.
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5. Divisional or multidivisional
structure: (M-form) structure organizes a
large company into semi-autonomous units Leodesi
based on products, services, or geographic
regions. Each unit acts as a "mini-company,”

often having its own functional departments

(e.g., marketing, HR) while reporting to

. [Geographical Division #1] [Geographical Division #2] [Geographical Division #3]
corporate headquarters, enabling better : :

management of diverse businesses.
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Can a company use more than one organizational

structure at the same time?
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Yes, a company can use more than one organizational structure at a time,
known as a "hybrid structure” or matrix structure, to enhance flexibility
and achieve multiple objectives. Large companies often combine
functional structures (for central departments like Human Resources) with
segmented structures (for products or geographic regions).

Example: Apple uses a smart mix:

Functional structure: Found in central functions like Human Resources
(HR) or Legal, where employees work within their respective
specializations.

Segmented structure: The company is organized by product (phones,
computers, cloud services), with each segment having its own product
manager, marketers, and developers.

Matrix structure: An engineer (for example) works under the Phones
product management department (a department) and simultaneously
under the Engineering department (a function), meaning they have two
"bosses" to ensure specialization and simultaneous focus on the product.
Why do companies combine structures?

Flexibility: To respond quickly to customer needs.

Innovation: To foster collaboration between different teams.
Specialization: Leveraging deep expertise in functional departments.
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is the strategic process of aligning a
company’s hierarchy, roles, workflows, and
processes with its overall goals to maximize

efficiency. It determines how information
flows, decisions are made, and teams are
organized to achieve objectives,
transforming strategy into a functional
operating model
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Key Principles we have to consider

Strategic Alignment: The design must fit
the company's vision, mission, and
strategic goals.

Structure & Roles: Defining reporting
lines, and the distribution of tasks
throughout the organization.

Process & Coordination: Establishing how
different parts of the organization interact,
collaborate, and share information.
Capabilities & Culture: Enabling
employees to perform at their best
through  appropriate, systems, and
behaviors
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It involves decisions about six key
elements:

1.

nRwN

o

Work specialization
Departmentalization
Chain of command
Span of control
Centralization and
decentralization
Formalization

N
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] the key elements of Organizational_
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Work Specialization

Dividing work activities into separate job tasks to
increase efficiency and productivity.

ilaiia Auili g alga ) Jard) il gl 1 s gl) (aad
Aaliiy) g 3ol 3aly 3




Work Specialization

Dividing work activities into
separate job tasks to increase
efficiency and productivity.
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the act of focusing too intensely or narrowly
on one specific field, skill, or area of study,
often to a point where it becomes
detrimental to overall skill development or
adaptability. It occurs when an individual or
system restricts themselves so much that
they lose the ability to adapt to changes.
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Remember

Overspecialization, or excessive work specialization (dividing tasks
into small, repetitive steps), leads to significant human
diseconomies when taken too far. Instead of increasing efficiency, it
causes boredom, fatigue, stress, poor quality work, increased
absenteeism, and higher turnover
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Departmentalization

Grouping jobs together based on function,
product, geography, process, or customer to
coordinate common tasks.
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Departmentation by Type

Types of Departmentalization
. ; , —_— ; . |

Functional Process Product Geographic Customer Combined Time Number
Departmentalization Departmentalization Departmentalization Departmentalization Departmentalization Departmentalization Departmentalization Departmentalization
L] Production | Spinning d Two Wheeler |  EastZone - :: ::l:?::. t: Product SHla Pabiant 2 Morning Shift | Division "A"

Department Department Department Department merf Department actparmen Department Department

a Finance s Dyeing L Three Wheeler || WestZone - h[a):galen[')no?::stt?c Purchase a Marketing Evening Shift | Division "B"
Department Department Department Department St Department Department Department Department

¥ +

= Marketing | Weaving - Four Wheeler - North Zone = h;:\edﬁmirlgs?le E Quality a Sales Pricing Night Shift - Division "C"
Department Department Department. Department Foitanie Department Department Department Department

| Human Resource e Printing Heavy Motors SouthZone " th[:‘adr'tem:er;taitlo Division "D"
(HR) Department Department Department -1 Department ki Department




Types of departmentation are listed as follows

@ Functional Departmentation
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@ Territorial / Geographical Departmentation - > . X
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@ Process / Equipment Departmentation o anll Cris aneill 4
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@ Matrix Departmentation @M\ H“‘m 7
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is a widely used organizational structure that groups
employees based on their specialized knowledge and skills.
Each major or basic function, such as production,
sales, finance, and personnel, is organized as a separate
department, which allows for efficient and effective

collaboration among employees with similar expertise.
Examples; production department, finance department,

marketing department, human resource (HR) department, etc.
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Functional Departmentalization

Production
Department

Finance Marketing Human Resource
Department Department | | (HR) Department

Functional
departmentalization
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https://www.geeksforgeeks.org/finance/finance/

C Efficiencies from putting together similar A Functional Departmentalization
specialties and people with common skKkills,
knowledge, and orientations | | ' | |

D¢

U N I R

+ Coordination within functional area Production Finance Marketing | = Human Resource
Department Department Department | | (HR) Department

+ In-depth specialization

— Poor communication across functional areas

— Limited view of organizational goals

Advantages Vs. Disadvantages of
351 5 Agubiiall ilaadil) cps paad) SO (e BoLESH BaL 5 + Functional Departmentalization
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is a type of organizational structure that groups employees
based on the equipment or technology they use or the
specific processes they perform. (Departments are
separated based on their role in a production process.)

For example, a manufacturing company may organize its
operations into departments based on the types of
equipment, such as milling machines, lathes, or welding
machines.
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Process Departmentalization

]

Spinning
Department

Weaving Dyeing
Department | | Department

Printing
Department

Process/ Equipment
departmentalization
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+ More efficient flow of work activities

Process Departmentalization

+ allows for a high level of specialization, resulting in
better quality output and more efficient use of resources.

Spinning Weaving ' Printing
Department | | Department Department

+ Facilitate better monitoring and control of processes
and equipment, leading to higher-quality output and more
efficient resource utilization.

— Can only be used with certain types of products

Advantages Vs.
Disadvantages of
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ﬂs an effective organizational structure that groups employees basem Pl'l]dlll:t Departmenta]izaﬁnn

on the specific products or product lines they work on. Under this
approach, each product or product line is treated as a separate
department, allowing organizations to focus on specific products | | | |

and tailor their activities and resources accordingly.
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Example: an automobile manufacturing company, we
generally see departments like a two-wheeler department,
three-wheeler department, four-wheeler department, heavy
motors department, etc., which manufacture vehicles such as

Product departmentalization

motorcycles (bikes), auto-rickshaws, cars, buses and trucks. i e “
y ( ) ul;u..d. ) PSS Mﬂw \

Other example, Toyota may have separate departments for:

Sedans

SUVs (= bll gdall &l s

Trucks CLalil)

Electric Vehicles
Each product division has its own marketing, production, and sales
kceams focused on that specific product line.




(+ Allows specialization in particular\
products and services
+ Managers can become experts in
their industry
+ Closer to customers

- Duplication of functions
— Limited view of organizational goals
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Product Departmentalization

Two Wheeler | | Three Wheeler| | Four Wheeler
Department Department Department

Heavy Motors
Department

Advantages Vs. Disadvantages of Product
Departmentalization
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(is an organizational structure where employees are grouped\
based on the organization geographical location or territory. | |_I—| |

. NorthZone | | SouthZone East Zone West Zone
For example, a large company may operate globally through its

different zonal departments established on a country basis, a Dﬂpﬁmﬂﬂﬂt Dﬂpﬂhﬂﬂﬂt Dﬂpﬁmﬂﬂﬂt DEPaTUﬂEﬂt

company may divide its operations into different regions, such as
North America, Europe, and Asia, with each region being a separate
department.

Geographic Departmentalization

; , Geographic/ Territorial
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sl departmentalization
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Other example: Samsung organizing its operations by regions such
as: Samsung Middle East, Samsung India, Samsung Europe

Samsung USA
\_ J
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/" + More effective and efficient handling of )

specific regional issues that arise

+ Serve needs of unique geographic

markets better
— Duplication of functions
other

— Can feel isolated from

organizational areas
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(eographic Departmentalization

I I_I_I |

North Zone South Zone East Zone West Zone
Department | | Department | = Department Department

J

Advantages Vs. Disadvantages of
Geographical Departmentalization
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ﬁn organizational structure that groups employees based on specifi}
customer groups or segments. This approach enables organizations to
focus on the unique needs and preferences of each customer group,
each group of customers needs different tactics and strategies to
handle them better.

For example, customers can be classified under types such as,
international or foreign customers, inland or domestic customers, bulk
purchasing or wholesale customers, retail customers, etc.
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For example, Bank have:

Retail Banking Department (individual customers)
Business Banking Department (companies and businesses)
VIP/Private Banking Department (high-income clients)

Customer Departmentalization

|
| | I |

Departmentfo Department to Departmentfo Department to

handle handle handle handle
Foreign Customers |  Domestic Customers | Wholesale Customers | Retail Customers

ech department focuses on the specific needs of its customer group)

Customer
departmentalization
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Customers’ needs and problems can be met by specialists \
+ Can provide more personalized and tailored services leading to increased
customer satisfaction and loyalty. T
+ Can lead to better communication and coordination among employees in the | | | l
same customer segment, resulting in improved teamwork and collaboration. Departmentto Departmentto Departnlentto Departmenttn

- Duplication of functions handle handle handle handle
- Limited view of organizational goals Foreign Customers | | Domestic Customers. | Wholesale Customers| | Retail Customers

Customer Departmentalizaion

- Can create competition and conflicts between departments, leading to a
lack of cooperation and teamwork.

- May not be suitable for organizations that need to quickly adapt to changes

in market conditions or customer needs, as changes may be slower to .
implement across different customer segments. Advantages Vs. Disadvantages of
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[ \ Combined Departmentalization

a structure where employees report to two managers at | ] :

‘ Production Department ‘ Sales Department ‘

the same time — usually a functional manager and a
project manager.

Example: Google may have employees working in:

* Functional departments like Engineering, Marketing, Purchase Department Marketing Department ‘
and Design + +

* Project teams for specific products such as Google Maps T _— G ‘
or Gmail

An engineer may report to:

the Engineering Manager, and Combined ( Matrix )

the Project Manager of a specific product team.
by e bale casly () (B Cpaael 08k sall 4wty (5 la) S
& s a e

departmentalization
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(an organizational structure where activities are grouped based on the\

time of day or the shift in which they are performed. This approach is

commonly used by organizations operating continuously, requiring 24-
hour service, or needing to maximize equipment utilization

Examples of such organizations include; hospitals, hotels, airports, police,

security.

Other Ex: Manufacturing Plant: A factory may have three distinct, rotating,
or fixed shifts:Morning Shift (7:00 AM - 3:00 PM)

Afternoon Shift (3:00 PM - 11:00 PM)

Night Shift (11:00 PM - 7:00 AM)

Each shift has its own supervisor, workers, and specialized team to maintain
continuous production.

Oebale zgill 138 andind Jaall 45 ol asll € 5 e 3daia¥) 4 Calial _agdati S
S el Jlae e daad allati i) ¢ patine (S0 e i) Cilen sl U

) lanal) e sl sl 3dat ) rliad
e g cdda yal g el jUaall g ¢ 3aliall 5 ccnbiiinall sl sall 238 Alial (e

) Apalaal) 4 gil) A8 ol 4 glia o8 Jaaie Jae i EX e ahiaall (5 giag 38 AT Jlie
(8Lae 3:00 ) BWlea 7:00

(3lase 11:00 ) 2Lse 3:00 () Eilsall 4 5l

Leiy s g ledlac 5 (alall Lgd pia 4y 68 J1 (Blaa 7:00 ) 8l 11:00 () dabl 4 530

Time Departmentalization

Morning Shift
Department

Evening Shift
Department

Night Shift
Department

\ il o il

Time departmentalization
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CHAIN OF COMMAND

Chain of Command ,

Francesca | Ricky
Al '.9 ! ‘ ! ! » ! ‘ General | Manager General Manager '
bf Lo

&) @
( \ PSdam::ntha ' i '
is an organizational structure, often hierarchical,
that defines the formal line of authority, © oo © e
responsibility, and communication, detailing how e e P o T e ot
employees report to one another from entry- e
level staff up to the CEO or founder. It ensures s 1
accountability, streamlines decision-making, and Al s onall 5 ALl] a1 ool aand laapp 50 Lo Llle « ailas (K
clearly defines reporting relationships to avoid s I Y g g 202 (il sl (e Ty (il sl Ll 55 A0S il g cdaal 5
confusion. el ) yall AR dalee Jalun) g cddelisall JSugl) 138 Cpaay | e al) j\ ngagm.ﬁ\
ol (gl intl dpadll ClBe & guim 5 20a
The continuous line of authority that extends o) Akl il ine e (pe i Alate Alulu ged AL e el el Ll
from upper levels of an organization to the Ol al (e s g clabiad

lowest levels of the organization and clarifies
\ who reports to whom )
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T ITII Chain of Command
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( Jasy! ) nils gall o3 daliall el Hlayl ) Flow (delegation and use) of
e $aLal - ~w v Authority DIRECTORATE
fhaga dalal) Aludu 12 : v Responsibility ———
:u:i:‘ el LG—'Y At every Level MANAGEMENT
."4 }d\ d';\.a ! 2 Aot e * From Top to Bottom | | | |
x R 33 . Withi
e L.jﬂ Q_I\T}JJ}-HAM ‘\ﬁﬂ > Br;r;nization %uwean%[ FINWCIAL “ SALES “ ummot] [mmﬂ]
Al M)y Jaal gill g o
Gl g 48y yhay COKE o Why Chain of Command?
s 5Ll Jeadedl) Lde cuay Al ALl v What would you do?
¢ v . v Who reports to whom? Y’
PR GL“« =R v To whom should you go if have
M e Jgsuall 0 @ some issues/problems? 11-
ol g oe W S
CAie Ggan die ol e () o " el
fdaall Al yon sala o
Coilall & e 58 e o
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Chain of Command

> Authority: The power given to a (il gall Clgaa gill 5 el 5¥) slae Y Jgpuall sl paaal) LeShiay Al ciladlall a1 dald)

. | oY) o2 Mkl A3 3
manager to direct employees and . i 0 8 ge
& ploy agall 25 Ralia 3 3ad) 4l g cCpmn e OS5 dlae) (s gall (o callag anll pyaa 2 Vi
ensure tasks are completed as "

instructed. Bslhdl  Aeadl ol ded el WM a0 r Llgsead 2
» Responsibility: The duty to complete D a3y alee 2 0 of g paddl o G dpulaal) Wayl (et A g sl
assigned tasks and be answerable for ; ; ; ; Adbsy )
the results and performance. S Tl Sl z s Rlhadl ¥l G o) ey el e sl sl 1l
» Unity of Command: The principle BN el
that each employee should receive Ol 4] 1850 yel 5] Aie Bl JaBB aa) g jade il e JSI ()5S o) et 1 BLAN Baag 3
instructions from and report to only Al o ol Gasy Y s
one supervisor. QN Y 5 My ladat (ol Jling a8 uilite o pde e CGladad Al ol sall IS 1Y) 1l
> Delegation: The process of Aaly e g 4l 05 o Juad))

transferring authority and specific
tasks to another person to accomplish
certain responsibilities.

Baana alge 2881 AT padil Ailadla (e e da i el sl 58 1 gl 4
Jandl Jagust] 4ia Yoy desal) ol 8l (mmy MA3Y 3y 8l Gopdie (oashy 4S80 uae 1l
DY) g s
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Chain of Command advantages Vs. Disadvantages

Advantages: L3l A
* Increased efficiency, Lo
* Clear directions, } Belisl) 34 Chain of Command
e Structured responsibility, Aaua) gl) Cilgza il
. Stability Aaliial) A4 5 puual) | 3
J‘ Jﬁu‘ﬁ\ « Less collaboration « Increased efficiency

« Slow communication + Clear direction
Disadvantages: r gl + Decreased empowerment + Stability
* less collaboration, ¢y gladd) 418 « More competition + Accountability
* slower communication, ‘d*é\jl“ f-be « Structured responsibility
. :emcllo'(e)i\a;:fmeen;tployee U.‘."h}‘:“ U.-.‘S": u‘uﬁ-“ + Outside understanding
* More competition llial) Ga 454
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Span of Control

(Span of control refers to the number of
subordinates or direct reports that a manager or

management that determines the shape and
structure of an organization.

The Importance of Span of Control:

» Speed of Decision-Making: A wide scope (flat
structure) leads to faster decisions.

* Administrative Costs: A narrow scope
(longitudinal structure) means hiring more
managers, increasing costs.

of the organizational structure, making
communication more direct between senior
management and employees.

~N

supervisor can effectively oversee and direct. It is a
fundamental concept in organizational behavior and

« Communication: A wide scope reduces the levels

/

Span of Control

"The number of subordinates that manager or supervisor can efficiently and
effectively manage / Control”

These numbers varies with the

v Type of work

v Complexity

v Variable work reduces it to 6

v whereas routine, fixed work
increases it to 20 or more.

3 opaal 3l & sadiy ) il gall o) g5 all 230 (e B ) (GUad mllaiaa g
B Al 338 5 o sefall 138 2ay 5 Aallads agle il IV 5 apgnn 5 Aar g ) 5 B e
Aadiiall JS 5 S8 a0y Ca 615 andaiill o L)

JiaY) gUall) pass dsaai

&l Gl 0% (rdae JSia) assl 1) GBlaill 1 ) 8N MAS) de yu o

Lae ¢Cpaall e ST aae Cpand iy (b JS) Gaall Glaill 14y ay) dadict) .
sl 5

DEI el 5l Jray Laa ¢ papbaiil) JSaedl il e (pe Jlay asl gl) GBlaill s dual gil) o
Caida sall 5 Llal) 313y oy 8 yilae
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Span of Control

midth of span is affected by: \
e Skills and abilities of the manager and the employees
* Characteristics of the work being done
e Similarity of tasks
* Complexity of tasks
e Standardization of tasks
* Sophistication of the organization’s information system
» Strength of the organization’s culture
e Preferred style of the manager
:Jalse s 3 k) (Ui G sl gLl il
() a5 (Sl 3oLl )y LalS 1 udl gall g pdal) cl jab g il lgae
stlaall ol EY) aaa 20aT lgall Aada 102l (o jlad) Jardl ailade
oalaiY e ST aae e GlEYL aaly naal et Agaliiall aleall zalgeal) Ailie
A8 (lenal Gaual Tlas (allats 3a8eal) algall ;algall das
Al Jaaill dalall JI6 235 Jee e ja) 2 5 algal) ddaad
A oo Aadid) eyl ac i 4yl dadas) rdaliial) B Cilaglaal) alal ) glatie
Ganalll Cal a0 Aalall 16 Lea (Lild (ils gall 4a g3 & 5l 8EL) 1dalaial) ABLES 5 gBe
Jady Wi (G Ga) LS all ol (ary Jiady 1 ppaall Juadal) < gl

\_ (s @dad) G 8l (558 /

Span of Control

“The number of subordinates that manager or supervisor can efficiently and
effectively manage / Control”

These numbers varies with the

v Type of work

v Complexity

v Variable work reduces it to 6

v whereas routine, fixed work
increases it to 20 or more,




MIDOCEA

universTvl|i Centralize vs. Decentralize
Centralization 4 S sl

-

J\Jﬁ\.ﬁl&\muﬁﬁg.\l\g.&d\@ LGAAJ!A .
&ﬁﬂ\)ﬁdﬁchﬁﬂ\&.\w\@ s Jand) 407 .

ul.n‘g.u.md\uﬁwh‘gd\)\p)m.m s dld gall ) gd .
ah ag) 3 jalall cilagaill g el gY) 385 e Ll

~N

Definition: It represents the extent to which
decision-making authority is held at a single
concentrated point within the organization.
Operational Flow: In centralized
environments, top-level managers retain the
power to make all decisions.

Employee Role: Lower-level staff are
primarily responsible for executing orders
passed down from the top.

M\JA\J&\JL;JM3\OAA\3M

L) ) Al PEIS dl.a.\h (L\lﬂ\ OJ‘JY\)

Decentralization S >\

-

\_

Definition: It refers to the degree to which
employees at lower levels are involved, either by
providing input or by directly making decisions.
Employee Empowerment: This approach focuses on
expanding the decision-making discretion of the
workforce.

Objective: To empower staff by granting them more
autonomy and influence over their specific tasks.

L\Saae.g.uml.i <l )Rl ¢ 90a
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onivers Tl Factors that Influence the Amount of
Centralization and Decentralization

-

More Centralization

Environment is stable

Lower-level managers are not as capable or
experienced at making decisions as upper-
level managers

Lower-level managers do not want to have a
say in decisions

Decisions are significant

Organization is facing a crisis or the risk of
company failure

Company is large

Effective implementation of company
strategies depends on managers retaining say
over what happens.

~

-

¢ s g S i
e 4_3._.@3 3 )L..,.,, g.ﬂja_uw LJJJH‘ Ujﬁ Ladie ‘—’JL'”S“ ‘ASJ u"

R
clalie aa 51 Vo 1 Eiae Jandl (3 g (5 6S0 Ladie 1diad) ) &)
B

S 3l o Shay Y Lall Gl giaall g e S 13) 15 _aAd) A8
Aanda ol )8 MASY 4l 5 Al
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) AU (8 AS Ll Al 5 s
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univers Ty Factors that Influence the Amount of
Centralization and Decentralization
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SV el e cn el 48580 488 aais Ladic 14addia 43185
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L)SJA “c_e-‘:’ J< 5l Caxaand c(é\&ﬁm Oe

elac] o 4S8 Lo aaiay Lavic 1 3 A3 yal)

Loilia 435 Le LAY A5 a5 Ay pa (il sl

More Decentralization

Environment is complex, uncertain
Lower-level managers are capable and
experienced at making decisions
Lower-level managers want a voice in
decisions

Decisions are relatively minor
Corporate culture is open to allowing
managers to have a say in what
happens

Company is geographically dispersed
Effective implementation of company
strategies depends on managers having
involvement and flexibility to make
decisions
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centralization is for times that require a

"strong grip and a unified system," while

decentralization is for times that require
"speed, trust, and flexibility."
dagd" rliag Al U e 43S pall ¢ laialy
il O A Ay 38 padM) Lai ¢ ga ol g 4 68
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Formalization ) 4xau_ll
(ol ) plia)

refers to the degree to which jobs within an
organization are standardized and the extent
to which employee behavior is guided by
rules and procedures.
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Key Characteristics of Formalization
Standardization: Jobs are highly routine, and there
is little variation in how tasks are performed.
Explicit Rules: Organizations use written
regulations, manuals, and formal policies to direct
employee actions.

Low Discretion: In highly formalized settings,
employees have less freedom or "say" in how they
complete their work.

Impact on the Organization

High Formalization: Leads to consistent output and
predictable behavior but can sometimes stifle
creativity or slow down responses to unique
situations.

Low Formalization: Allows for more flexibility and
individual employee judgment, which is often
found in more organic or decentralized structures.
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