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Organisational structure

An organisational
structure £HZ34%5 44 shows who
reports to whom.

Organisational structure

m hierarchy E%j — the levels, top
to bottom

chain of command

[worker[worker[worker] (worker[worker[worker] = chain of command 5%k —
the line orders pass down

span of control = 3 m span of control EZiFE —

staff per manager

Tall vs flat structures Centralisation vs decentralisation
m tall: many levels, narrow spans, slow messages = centralisation £:47 — top decides; strong control, ignores local knowledge
m flat: few levels, wide spans, more trust in staff m decentralisation 4347 — branches decide; faster & motivating, weaker control
Most firms sit between the two.
tall flat ) i
many levels, narrow span  few levels, wide span Centralised Decentralised

m top decides branches decide
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Delayering and matrix structures

Delayering #5524 removes a level of management — cheaper, shorter chain, but
more work for those left. In a matrix structure 4544544 a worker reports to two
managers (function & project) — great for teamwork, risky for clarity.

‘ Project ‘ ‘ Project ‘
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each worker reports to a function manager and a project manager
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L Delegat nd communication

Delegation and accountability

Delegation and
communication

Communication and its barriers

Delegation %41 passes a task and
the authority down — it frees the
manager and develops staff.

]
accountability !

i k
oyt oy task + power go down

The task moves down, but ac-

countability [5]Z for the result

stays up with the manager.

A sender % i%% sends a message through a medium 54 to a receiver #1535,
feedback 7% confirms it. Barriers [E75: unclear message, poor medium, too many

levels, language & trust gaps.

message (sent through a medium)

sender receiver

feedback (shows it was understood)

Leadership and HRM

Leadership styles

m autocratic E#1%! — leader
decides alone

m paternalistic ZT{<z —
decides for staff's good

paternalistic laissez-faire
autocratic ' democratic ' m democratic 3% — asks
; ; ¢
Ieader controls st have freedom staff first

m laissez-faire j{{F#! — staff
decide freely
The best style fits the task, staff
& time.
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Emotional intelligence and leading change

Hard vs soft HRM, and unions

emotional intelligence 1
understanding and managing one's own and oth-
ers’ feelings — it builds trust and handles conflict

resist #ffifi > explain = involve = support > accept %%

leading change moves staff from resistance to acceptance

hard HRM B A NTHFEEE| | soft
staff = a cost; tight con-
trol, short contracts

trade union T %

T
R
employer

collective bargaining EE{A% 1]

HRM A D RIFEE

staff = an asset; de-
velop & motivate

fair pay & terms

Human R

Worked example — delayering

m Fewer levels = wider spans of control and
a flatter structure.

m Gains: lower salary costs, faster
communication, more delegation.

m Risks: managers overloaded, fewer
promotion rungs, redundancy costs and
fear.

m Works if staff are skilled and trusted
(McGregor's Theory Y); fails if they need
supervision.

Delayering trades cost and
speed against control and
morale. Judge it on the
workforce's skill and the
leadership style — not in
the abstract.
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Topic 7 — key takeaways

° Structure o Tall vs flat

hierarchy, chain of command, delayering & matrix reshape the
span of control chart

o Leadership

e Delegation

task goes down, accountability
stays up

four styles; hard vs soft HRM

o What is a manager’s span of control?

In a matrix structure, how many man-
agers?

Which leadership style gives staff the

e After delegating, who stays accountable?
o most freedom?

Answers 1. staff one manager directly controls
faire

2.two 3. the manager 4. laissez-




