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2. Structure of an Organization
An organizational structure is a system that outlines how certain activities are directed in
order to achieve the goals of an organization. These activities can include rules, roles, and
responsibilities. The organizational structure also determines how information flows
between levels within the company.For example, in a centralized structure, decisions flow
from the top down, while in a decentralized structure, decision-making power is distributed
among various levels of the organization. Having an organizational structure in place
allows companies to remain efficient and focused.Businesses of all shapes and sizes use
organizational structures heavily. They define a specific hierarchy within an organization.
A successful organizational structure defines each employee's job and how it fits within the
overall system.This structuring provides a company with a visual representation of how it
is shaped and how it can best move forward in achieving its goals.

3. Strategy of an Organization
An organizational strategy is the sum of the actions a company intends to take to achieve
long-term goals. Together, these actions make up a company’s strategic plan. Strategic
plans take at least a year to complete, requiring involvement from all company levels. Top
management creates the larger organizational strategy, while middle and lower
management adopt goals and plans to fulfill the overall strategy step by step.


Mission and Vision

Organizational strategy must arise from a company's mission, which explains why a
company is in business. Every activity in the company should seek to fill this purpose, the
mission thus guiding all strategic decisions. A company's vision describes what the
company will have achieved in fulfilling its mission. From the vision follows the long-term
goals of an organizational strategy.


Business And Functional objectives

For a strategy to work, it must be converted into smaller, shorter-term goals and plans.
Middle management adopts goals and creates plans to compete in the marketplace. These
tactical objectives take less than a year to complete, becoming the building blocks of a
successful organizational strategy. At the lower levels of an organization, functional
managers concern themselves with the day-to-day operations of the company, their
objectives and plans taking days, weeks or months to complete.


Organizational Strategy Elements

Elements important to organizational strategy include resources, scope and the company’s
core competency. Because resources are finite, allocating them – people, facilities,
equipment and so on – often means diverting them from somewhere else in the
organization. Quantifying a strategy’s scope – for instance, becoming No. 1 in North
American sales – makes for more focused plans. Finally, competitive advantage refers to
what a business is best at – its core competency – along with the sum of what it knows
through experience, talent and research.


The Grand Strategies

This document is owned and compiled by ReHucap. It should not be reproduced in any form without the written
consent of ReHucap. W: www.rehucap.com E: Info@rehucap.com M: 9886011745 Ad: Rmz Ecoworld Coworks,
Adarsh Palm Retreat Bengaluru 560001

3

Organizational strategy falls into categories referred to as grand strategies. Grand strategies
include growth, diversification, integration, retrenching and stabilizing. A growth grand
strategy refers to high levels of growth achieved, for instance, by adding new locations.
Diversification means expanding into new markets or adding dissimilar product lines.
Controlling supply or distribution channels instead of relying on outside companies is
vertical integration. Companies achieve horizontal integration by adding similar products
and services to their lineup, making them more competitive. Retrenching prunes a company
back to its core competency. Companies staying the course adopt a stability strategies

4. Importance of Organisational Structure
1. Clear definition of authority, responsibility, relationship facilities and better
understanding of objectives and policies of enterprise.
2. Organizational structure lays down both channels and patterns of communication
3. It helps to coordinate activities of the component parts in order to facilitate the
realisation of the goals of the organisation.
4. It helps in growth and diversification of the activities of an organisation.
5. Workers, participation in organisation increases their cooperation and improves their
will to work. It stimulates initiation and creative thinking.
6. Implementation of policies and the achievement of the goals become easier.
7. It prevents duplication of functions and makes it possible to achieve maximum
production with minimum efforts.

5. Framework of an Organisational Structure
The organisational framework is a plan of action for the fulfilment of the organisation's
Strategy, and consists of a hierarchy of objectives to be pursued through ongoing projects
and processes. The organisational framework provides a structure for integrated financial
planning, project tracking, reporting and monitoring of performance indicators.
The organisational framework consists of four levels. At the top level, the objectives are
defined as Organisational Objectives, while second-level objectives are defined as
Operating Objectives. All activities are subjected to those objectives. At the third level we
have portfolios (groups) of projects, while below this level, within each group, there are
specific projects.

6. 6 Elements of an Organisational Structure
1. Designing jobs -Job design is the first building block of organization Structure; it
means-defining an individual’s responsibilities at work. Job design involves defining
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areas of decision-making responsibility, identifying goals and expectations, and
establishing appropriate indicators of succes
2. Departmentalization or Grouping Jobs-Departmentalization is a grouping of jobs
according to some logical arrangement, the second building block of organization
structure.
3. Establishing reporting relationships between jobs- The establishment of reporting
relationships among positions is the third basic element of organizing.
4. Distributing authority among jobs - Distributing Authority is another important
building block in structuring organizations.
5. Authority in the organization is the right in a position and, through it, the right of the
person occupying the position to exercise discretion in making decisions affecting
others.
6. Coordinating activities among jobs- Coordination is essential for management
and structuring organizations. Achievement of the harmony of individual effort
towards the accomplishment of group goals is the purpose of coordination.
7. Differentiating among positions-Differentiating between line and staff positions in the
organization is the last building block of organization structure. A line position is in
the direct chain of command also responsible for the achievement of an organization’s
goal.

7. Guidelines for Effective Organization Structure
1. The lines of authority should be clearly stated and should run from the top to the
bottom of the organization. This principle is known as the scalar principle and the line of
authority is referred to as chain of command.
2. Each person in the organization should report to only one boss. This is known as
the principle of unity of command and each person knows as to whom he reports to and
who reports to him. This process eliminates ambiguity and confusion that can result when
a person has to report to more than one superior.
3. The responsibility and authority of each supervisor should be established clearly
and in writing. This will clarify the exact role of the supervisor as to the limits of his
authority. Authority is defined as the formal right to require action from others and
responsibility is the accountability of that authority. With clearly defined authority and
responsibility, it will be easier for the supervisor to trace and handle problems and make
quick decisions when necessary
4. The senior managers are responsible for the acts of their subordinates. The
manager or the supervisor cannot dissociate himself from the acts of his subordinates.
Hence, he must be accountable for the acts of his subordinates. The authority and
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responsibility should be delegated as far down the hierarchical line as objectively
possible.
5. The number of levels of authority should be as few as possible. This would make
the communication easier and clear and the decision-making faster. A longer chain of
command generally results in run around because the responsibilities are not clearly
assigned and hence become ambiguous. According to Gilmore, most organizations do not
need more than six levels of supervision, including the level of the president.
6. The principle of specialization should be applied wherever possible. Precise
division of work facilitates specialization. Every person should be assigned a single
function wherever possible. This rule applies to individuals as well as departments.
7. The line function and the staff function should be kept separate. The overlapping
of these functions will result in ambiguity. The line functions are those that are directly
involved with the operations that result in the achievement of the company objectives\

8. Dysfunction of Organisational Structure
Dysfunction might be defined as an outcome for an organization or institution that runs
significantly contrary to the purpose of the organization. We can think of major failures
in each of these examples.
 Common causes Of Dysfunctionalities

1. Misunderstood Mission - Every individual in an organization must know that
organization's raison d'être. When members know the values and principles of their
group, they can make decisions on their own, simply by comparing any options with the
group's mission. The leaders are responsible for making sure that everyone knows the
group's purpose.
2. Lack of Consensus - Team members need to share a common view of the problems the
group has to solve. For example, if products aren't selling well, but only some of the team
members recognize that situation, the team can't move in a unified direction to solve the
problem.
3. Misunderstood Strategy - Not only do team members need to know the group's
strategy; they also have to believe in it and integrate it into their work. When each
member of the group knows how the group will go about fulfilling its mission, people can
work in unison. Is the team strategy to build products faster than anybody else? Will the
team overcome a sales shortfall by picking up market share in a specific segment? Can
the team provide vaccinations in remote areas by pressuring large pharmaceutical
companies to lower their prices?.
4.Lack of team Conhesion- People need a sense of identity and of belonging; above all,
they need to be able to trust their leaders and other team members.
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5. Lack Of Resources - Every organization needs resources in order to function—and
those resources must be available on time. If the team can't get the tools and materials it
needs to do the job, the job won't be done. Each team member will feel the frustration,
and morale will suffer. For example lack of laptops, right software and shortage of funds
for travelling to send the individuals to where the jobs needs to be done

9. Distribution of Power And Authority in an
Organisational Structure
In an organization, dividing work among people and coordinating their activities
towards a common objective needs to be done efficiently. Authority and Power are two
of the most important components of a smooth-functioning business.


Power is the ability to exert influence on other people. Power can be present in
any relationship. In organizations, managers exert power. After all, we define
management as the process of shaping – that is, influencing – what people do
at organizations.



Sources of PowerReward power is based on one person (the influencer) having the ability to reward
another person (the influencee) for carrying out orders or meeting performance
requirements. On example is the power of a supervisor to assign work tasks to
employees.
Coercive power based on the influencer’s ability to punish the influences for not
meeting requirements is the negative side of reward power. Punishment may range from
a reprimand to loss of a job.
Legitimate power (formal authority) exists when an employee or lnfluencee
acknowledges that the influencer is entitled to exert influence within certain bounds. It is
also implied that the influencee has a obligation to accept this power. The right of a
manager to establish reasonable work schedules is an example of ‘downward’ legitimate
power.
Expert power is based on the perception or belief that the influencer has some relevant
expertise or special knowledge that the influencee does not. When we do what our
doctors tell us, we are acknowledging their expert power.



Authority is a form of power. Specifically formal authority is legitimate power. But we
often use the term more broadly in speaking of other kinds of power as well. When we
say that someone is ‘an authority’ in a certain field, we mean that he or she knows a
great deal about the subject and thus has expert power. When we hear that a suspected
criminal has been apprehended by ‘the authorities’ we think of those holding the
legitimate power of the government to maintain civil order. If the criminal is convicted,
the judge has the ‘authority’ or coercive power to mete out punishment.
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The basis of formal Authority: Two views
The classical View
1. Constitution guarantees right to own property and control business
2. Managers issues commands
3. Commands obeyed
The Acceptance View
1. Managers issues commands
2. Recipient considers acceptance
3. Acceptance/Noncompliance

10. Checks and Balances
Checks and balances are various procedures set in place to reduce mistakes, prevent
improper behavior, or decrease the risk of centralization of power. Checks and balances
usually ensure that no one person or department has absolute control over decisions,
clearly define the assigned duties, and force cooperation in completing tasks.


Key points 1. Checks and balances can help reduce mistakes and prevent improper behavior
in organizations.
2. These are important in business when one individual has too much control.
3. Checks and balances are most commonly used in the context of government.
 Problems that can be avoided by ‘Checks and Balances’

1. Inventory - Inventory shrinkage is a huge problem for small businesses. According to the
annual organized retail crimes survey by the National Retail Federation conducted in
2013, 93.5 percent of small retail businesses were victims of organized retail crime from
2012 to 2013, and 96 percent from 2011 to 2012, 43.9 percent of which was due to
employee theft.
2. Cash and Checks - Your business is at risk any time employees have access to cash and
checks. If the proper checks and balances are not in place, one person can become too
powerful and get away with theft without anyone detecting it. Check tampering is a
common method of fraud, and having solid checks and balances in place is important
because it makes it more difficult for a thief to succeed.
3. Supplies - A 2013 survey carried out by Kessler International found that 52 percent of the
survey subjects admitted stealing office supplies including pads, pens, toilet paper, folders
and labels. Some employees may not see the big deal about taking one little pad of sticky
notes or a pen, but when a good portion of your staff does it over long periods of time, the
losses can add up. Lock the supply closets and give the key to a person who is not the
person who takes inventory of supplies.
4. Bookkeeping - One person in charge of keeping track of the finances and reconciling all
accounts can easily commit fraud. If theft is the goal and there is a lack of checks and
balances, that person is more likely to attempt the theft. There have been cases of the best
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and most trusted bookkeepers stealing from a company. To protect your business, separate
responsibilities so that one employee cannot alter anything without someone else noticing.

11. Functions of Organisational Strategy
1. Strategy helps preparing an organization for the future. This does not necessarily imply
long-term plans or planning in general. It does imply, though, that strategy is forwardlooking and that it should help organizations focus on other things than just the short-term
and day-to-day activities.
2. Strategy helps distinguishing an organization from others. Strategy helps an organization
focus on its unique assets and features and exploit those in a meaningful way. This does
not imply a quest for complete uniqueness. Without some distinction from its
competitors, though, there is no reason for customers to choose for a particular
organization.
3. Strategy provides an organization with some stability. An organization in constant flux or
constant reorientation will drift and not realize its full potential. Strategy is not meant as a
rigid straightjacket. Organizations need some guidance and stability though – especially
in turbulent times – and that is what strategy provides.
4. Strategy serves as a common frame of reference. Even though circumstances will change,
strategy offers an organization a common point of reference. This makes that, if there is a
change, the people in and around the organization collectively can know what
assumptions, ideas or plans they are going to deviate from.
5. Strategy supports internal and external alignment. As overarching managerial discipline,
strategy provides an integrative overview of the most important internal and external
factors to be taken into account by an organization. Such overview helps to align the
organization both internally as well as with its external environment.
6. Strategy guides organizational action. Strategy isn't made for the sake of strategy. It is
meant to give direction to the things that an organization does. Without such direction,
organizations would just engage in uncoordinated, fragmented and possibly
counterproductive actions.

12. 5 Key elements of Organizational Strategy
1. Vision - Creating a vision statement is the obvious starting point for defining your overall
vision. But you may also want to consider creating a mission statement too. A mission
statement differs from a vision statement - A vision statement defines where you want to
be in the future. A mission statement defines broadly how you will get there (part of your
journey).
2. Core Values - Values really don't get the credit they deserve! People often see them as a
throw-away and vacuous - more aimed at marketing the organization than guiding its true
internal behaviors. But a well crafted set of values can be the difference between success
and failure in your strategic plan.
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3. Clearly Defines Outcomes - A strategic plan is nothing without a set of clearly defined
outcomes. Visions, missions and focus areas are a great starting point - but no-one will
take your plan seriously unless you can clearly articulate what steps you are going to take
to get there - and what success looks like for each of those steps.
4. Vision - Creating a vision statement is the obvious starting point for defining your overall
vision. But you may also want to consider creating a mission statement too. A mission
statement differs from a vision statement - A vision statement defines where you want to
be in the future. A mission statement defines broadly how you will get there (part of your
journey).
5. Core Values - Values really don't get the credit they deserve! People often see them as a
throw-away and vacuous - more aimed at marketing the organization than guiding its true
internal behaviors. But a well crafted set of values can be the difference between success
and failure in your strategic plan.
6. Clearly Defines Outcomes - A strategic plan is nothing without a set of clearly defined
outcomes. Visions, missions and focus areas are a great starting point - but no-one will
take your plan seriously unless you can clearly articulate what steps you are going to take
to get there - and what success looks like for each of those steps.

13. 5 Best Strategy frameworks for Organisation
1. Porter’s Five Forces - Porter’s five forces is a framework that helps an organization
understand the intensity of competition in an industry, and its attractiveness and
profitability level.
Porter’s 5 forces are






Competitive rivalry
Threat of substitute products
Bargaining power of buyers
Threat of new entrants
Bargaining power of suppliers

2. BCG Matrix - The BCG “Boston Consultant Group” matrix is a portfolio management
framework that helps businesses decide which products or services to invest in and not
according to market growth and market share.
Market growth – how well the product is growing when compared to other products?
Market share – what is the size of the market the product has captured compare to the
competition?
3. GE-McKinsey Nine-Box Matrix - This strategy tool helps business portfolio planning.
Multi-business corporations use it to evaluate their individual business units and
prioritize investments among them systematically.
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In the matrix, the y-axis represents the market/ industry attractiveness, and the x-axis
shows the strength of the business unit. The scale is high, medium and low. It generates
nine industry attractiveness measures and twelve business strengths measures.
4. ANsoff Matrix - Businesses use the Ansoff matrix to analyze and plan strategies
for growth and understand associated risks. According to the matrix, there are
two approaches to building a growth strategy;
 By varying what is sold (product growth)
 By varying who it is sold to (market growth)

5. Scenario Planning - Scenario planning involves creating and brainstorming around
possible future scenarios and understand how they would affect the objectives of the
company.
It helps companies develop effective strategies and adapt them where necessary, by
considering the impact and discussing the responses.

14. Relationship between Strategy and Structure
Strategy and structure are two independent elements in business that are somewhat codependent. The strategy – which is created often – determines the structural elements
associated with the business. Some businesses also use the inverse and shape strategy,
which is based on structure. Combining these forces effectively leads to a cohesive
business model that functions to achieve common goals.


How Strategy works with Structure ?
The structural elements determine how day-to-day operations are managed and run. The
structure works with the strategy to reach end goals that are set by the business. In a
creative environment, structure is often more loosely defined, with overlapping job roles
and less oversight. This environment is based on the goal to create and innovate.
In a strict production-style business, the structural elements are far more strict. Without
strict structural processes, which built on a data driven approach, these businesses would
struggle to meet production goals.



Structure And Strategy Cohensions
Strategy and structure are separate processes that do have some overlap, but really, they
must align to create an effective model. When the strategy and structure operate
independently of each other, inefficiencies are created.
Acknowledging the best structural elements to execute a strategy is important during the
planning phases. For example, if a company plans to penetrate the market as the lowest
cost option for a product, the company must invest in the most efficient production
processes to achieve this goal. The business structure is more bare bones in terms of

This document is owned and compiled by ReHucap. It should not be reproduced in any form without the written
consent of ReHucap. W: www.rehucap.com E: Info@rehucap.com M: 9886011745 Ad: Rmz Ecoworld Coworks,
Adarsh Palm Retreat Bengaluru 560001

11

personnel, and everything from the office space to the wages provided are structurally
designed to reflect the low-price strate

15. Reward and Punishment As Organizational Strategy
Rewarding good behavior and punishing problematic or undesired behaviors are basic
tenants of motivation. However, companies over time have found that rewards often
reinforce positive behavior and motivate repetition. Punishment may temporarily motivate
compliance, but it often leads to lower morale and less productivity in the long run.


Reward Basics Rewarding behaviors essentially draws attention to the fact that an employee accomplished
something or acted in a way that is desired by the company or manager. It also reinforces
the behavior if the employee connects the reward to the behavior and values the reward.
Thus, a reward that is desirable and consistently provided in responses to the desired action
or behavior can have significant short-term and long-term motivational benefits.



Effective Reward Success with rewards generally begins with rewarding the behaviors you want. If you want
a team-oriented worker, reward for demonstrated teamwork as opposed to aggressive,
independent behaviors. Rewards don't have to be highly tangible in all cases. Frederick
Herzberg noted in his two-factory theory that recognition, prestige and rewarding work
often have greater motivating potential than income. Thus, praise and public
acknowledgment of a job well done can often boost an employee's morale and motivation.
Gift cards and cash bonuses are always nice, too.



Punishment Basics Punishments in the workplace can include intangible and tangible elements. Nagging an
employee to complete work, making threats and hovering are examples or intangible
punishments. More tangibly, verbal or written reprimands, pay cuts, demotions and
suspensions are punishments. When a manager uses one of these techniques to motivate
behavior, he is attempting to motivate by fear. The hope is that an employee will want to
do what is expected to avoid the undesirable outcome -- the punishment.



Punishment Criticism Punishment is a common tool used in various motivational situations. However, a June
2012 "Business News Daily" article pointed out that companies increasingly believe that a
"carrot," or positive reinforcement or reward, is much more impacting to employee
performance than a "stick," or punishment. Employees may temporarily react to
unexpected or undesired punishment by increasing production or performance. However,
fear, anxiety and frustration can ultimately cause employee burnout and contribute to a
negative work culture. These inhibit long-term benefits.
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16. Strategy and Structure based on Human Capital
Human capital development, a new notion across organizations, replaces the concept of
employee development to face radical changes in the market environment.
Simultaneously, devising strategies for developing and managing employees’ human
capital also facilitates firms to achieve competitive advantage. As a result, firms are more
likely to realize improvement in overall financial performance due to sustaining the
advantage. However, it depends on how firms differentiate strategies implementation to
manage and develop intangible assets or human resources (HR) over tangible assets.
Human resource management (HRM) is an important studying field in which much
research attention has been given on creating core competencies, because of its “policies,
practices, and systems that influence employees’ behavior, attitudes and performance”

17. Actions to Consider when focusing on increasing
Growth and Profitability
The economy is relatively healthy, but history has taught us that growth cycles don’t
last forever. It’s not if there will be an economic downturn — it’s when.
Knowing that there’s a cyclical pattern to many markets, savvy owners and executives
figure out how to take advantage of business cycles to create a continuing growth
trajectory and boost profitability.
Here are five action items that are critical to middle-market companies for maximizing
growth, profitability, and value — in any economy:
1.
2.
3.
4.
5.

Develop a strategic plan
Grow your customer base
Make better decisions through data analytics
Take a flexible approach to real estate
Maximize value when selling your business

18. Structuring a Startup
Defining roles - Early on in the life of a startup, founders will often fill as many
roles as possible to save money and simply get the work done that's on the table.
When a company is founded by more than one person, the multiple founders will
often have complementary skillsets.
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Architecting the structure - Once you have some leaders established, it is critical that
you determine the remaining hierarchy (if there will be one) and how you'll delegate
tasks. Then, you will need to establish a team structure and how those teams will be led.
Building your team - Obviously, you're not going to grow your team without hiring. As
a founder or executive, it's important that you realize you can't do everything by yourself,
Simonian said, but it's essential you involve yourself in the hiring process.
Bring in the professionals -Once a company reaches a certain point, founders will need
to consider talent to fill specific leadership roles in the company. One of the most
important aspects of your business in this regard is legal.
Communicate with the board - A board of directors can be one of your greatest assets
as a startup founder. As such, communication with the board is key. Don't wait for board
meetings to ask advice or convey new information. The process doesn't have to be
formal. Simonian said your communication should be "casual but frequent."

19. Strategies For Professional Startups
Making Informal Feedback and Coaching A Habit
Feedback is indispensable in improving the workplace. This continuous process between
managers and employees takes a close look what was expected and what was delivered in
terms of performance. When you lay down the facts and have a one-on-one conversation,
you can uncover areas where employees need help with and act accordingly.
Use Low-Cost And Free Educational Resources
Instructor-led training (ILT) is still one of the most popular ways for educating the
workforce and is used 21 percent more frequently than other learning programs. . On the
other hand, ILT is also the most expensive training method. Fortunately, more affordable
ways to train employees can be just as effective.
Online Lectures and MOOCs
Massive open online courses are designed for unlimited participation and open access via
the internet. Many of these courses are also self-paced, allowing busy professionals to
“up” their skills without the heavy time commitment. Sites such as Coursera and EdX
offer MOOCs from universities like Yale, Stanford, and MIT, which encompass
countless industries including data and computer sciences, marketing, and engineering.

20. Conclusion
Structure and Strategy are two key elements either it is running a business or in any
situation of life . Without Structuring and Strategizing a business may fail sooner or later.
Structure without Strategy or vice versa is useless. Both pillars the the business
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