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To put it simply

The business world is always evolving, thus it's important to move away from old
hierarchical structures and toward more flexible ones, including matrix and flat
structures. This task looks at how this change affects how decisions are made and how
well managers do their jobs in global businesses. The study employs academic
theories, empirical research, and practical examples to examine the catalysts of
change, evaluate the benefits and drawbacks of flexible structures, and highlight their
effective implementation in leading worldwide organisations. The results show that
flexible frameworks make it easier for people to be accountable and follow rules, but
they also make it harder for people to be accountable and follow rules. At the end of the
project, there are ideas for companies that want to use more flexible models. It
highlights that management needs to change in order to stay ahead of the competition
in a world that is getting more complex.

Writing About the Beginning

1.1 Before

How a firm is set up has a big effect on how it functions, how it comes up with new
ideas, and how it competes with other businesses around the world. Businesses used to
have rigid departmentalisation, centralised decision-making, and defined lines of power
(Mintzberg, 1979). But these old models aren't working as well anymore since
businesses are changing, new technologies are coming out, and globalisation is
happening so quickly. Companies are using more flexible and adaptable organisational
structures, such matrix and flat models, to come up with more ideas and be more
responsive (Burns & Stalker, 1961; Galbraith, 1971).

1.2 Goals and Limits
This assignment examines the evolution of corporate organisational structures and
management philosophies, emphasising the transition of multinational corporations from



hierarchical to more adaptable frameworks. It examines the impact of this transition on
decision-making processes and managerial effectiveness, utilising both theoretical
concepts and practical illustrations.

A Look at the Literature
.1 Structures with a Traditional Hierarchy
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1.
1.

When people think of hierarchical corporations, they usually picture tall pyramids. They
want to be in command of everything, make everything the same, and accomplish
everything swiftly. Weber's theories on bureaucracy and Fayol's ideas about running a
corporation were utilised to develop these models. They sought a clear chain of
command, regulations that were written down, and a central authority (Weber, 1947;
Fayol, 1949). These kinds of systems function well when things are stable, but they can
take a long time to update and stop new ideas from coming up.

1.3.2 Change to Structures That Are Easier to Change

The contingency theory asserts that an organization's structure must coincide with its
environmental context to function effectively (Lawrence & Lorsch, 1967). As markets
got less stable, corporations started testing out new structures, like matrix and flat
models (Galbraith, 1971; Daft, 2015). Matrix structures use both functional and project-
based methodologies, whereas flat structures get rid of hierarchical levels to encourage
independence and teamwork.

1.3.3 Theories of Management

Old management tactics were focused about being in command and getting things done
quickly. Newer theories, such as systems theory and network theory, emphasise
adaptation and interconnectedness (Kast & Rosenzweig, 1972; Miles & Snow,

1978). Digital transformation and knowledge work have made it easier to shift to flexible
architectures.

How to Look Over

2.1 Plan for the Study

This study employs a qualitative research methodology that blends academic writing,
empirical research, and corporate case studies. We carefully researched peer-reviewed
journals, academic publications, and well-known business periodicals to make sure we
completely understood how the structure of organisations has changed over time and
how it affects firms all over the world.



2.2 Where the Information Comes From
Sources are:

Two scholarly periodicals are the Journal of Management and the Academy of
Management Review.

Books that show you how to operate a business and how it operates

Case studies from well-known business periodicals include the Harvard Business
Review and the McKinsey Quarterly

Reports and websites from actual companies

2.3 A Plan for Testing

The analysis is based on a few major ideas:

How firms are changing how they do business

How it impacts the way people make decisions

Management's capacity to accomplish its job depends on

Instances of effective implementation

The theoretical framework utilises contingency theory, systems theory, and related
management ideas.

The outcomes
3.1 Changes in the way firms are run
3.1.1 Examples of a Long-Standing Hierarchy

In the past, big companies, especially those in manufacturing and the public sector,
liked to establish hierarchies. With these settings, it was uncomplicated to report to the
right individuals, designate specified roles, and make choices all in one spot. A
remarkable example of a multi-divisional hierarchy is General Motors in the early
1900s. It helped them keep track of significant initiatives, but it also made it hard for
people to communicate to each other (Chandler, 1962).

3.1.2 What makes things different

Some of the most essential things that generate transformation are:

Globalisation includes growing competitiveness and the urgency to get into the market
fast.

Technological Progress: Digital technologies that help you do your job and work with
others from anywhere.

When you have to deal with new ideas and initiatives from many distinct divisions, it's
tough to run a corporation.

People who work want to be in command, work alone, and produce work that counts.



3.1.3 The Rise of Flexible Models

These challenges were expected to be fixed by matrix and flat structures. Matrix
models were highly popular since NASA's missions were so complex. They put project
and functional managers in control so that workers from diverse professions can work
together and share resources (Ford & Randolph, 1992). A lot of software companies
have flat architecture, which means there aren't a lot of tiers. This helps you be
versatile and make quick decisions (Cappelli & Tavis, 2018).

3.2 New Flexible Structures: Matrix and Flat Models
3.2.1 Matrix Structures

Matrix structures connect the portions of an organization that operate together and the
sections that work on projects. This permits two persons to report to each

other. Employees have to answer to both functional managers, who give out tasks and
make sure they are done on time, and project or product managers, who make sure the
project is done on time. This style of doing things makes it easier for departments to
work together and allows firms quickly respond to major initiatives that incorporate
personnel from a lot of different areas. IBM, Procter & Gamble, and Philips are some of
the firms that have shifted to matrix systems to better manage their global businesses
and product lines.

Pros:

Moving stuff from one project to another is easy.

It lets people talk to each other and get things done.
Makes things more adaptable and ready to modify rapidly
Problems:

Two reporting lines could make it hard to figure out who is in charge of what and cause
complications.

It's hard to assess how well someone is doing.

Needs a lot of planning and the skill to solve difficulties.

3.2.2 Flat Structures

Flat or horizontal structures limit the number of levels of hierarchy, which provides
workers more freedom to make decisions. Most of the time, these groupings have a lot
of workers and not many bosses, and they lead in a style that is less centralised. Many
contemporary IT firms, such as Valve Corporation and Spotify, include flat

hierarchies. This is because being creative, quick, and flexible are all crucial methods
to stay ahead of the competition.



Pros:

Encourages rapid thinking and innovative ideas
Gives workers a sense of power and ownership
Less red tape and easier to talk to people.
Problems:

If you don't take care of it, it could get out of hand.

If a manager has too many people to monitor, they could be overly busy.
It's hard to stay up when firms grow.

3.3 How it changes options

3.3.1 Speed and Decentralisation

Flexible frameworks transfer decision-making away from the center and give more
power to people who know a lot about the issue. In flat and matrix organisations,
employees can make decisions without needing to seek authorisation from multiple
layers of management first. This ability to change is highly essential in industries like
technology, health, and consumer goods, where speed is quite vital.

For example:

Google teams can think of new ideas, produce things, and fix issues in a lot of different
ways. Even though Google is a big corporation, this has enabled them come up with
creative ideas quickly.

3.3.2 How Good and Useful the Choices Are

Decentralisation brings in a number of diverse points of view while decisions are being
made. This makes the answers more useful and creative. Cross-functional teams,
which are popular in matrix organisations, integrate information from multiple
departments to assist them make better choices.

For instance:

3M has come up with a number of amazing new product concepts by using cross-
functional teams. These teams are made up of professionals who work in marketing,
research and development, and engineering.

3.3.3 Issues and Dangers



Being flexible can help people come up with fresh ideas and deal with change better,
but it can also make choices more risky:

Role Ambiguity: It can be hard to know what to do or make things clear if you don't know
what your role is.

Conflict: Matrix systems can produce problems when the aims of functional and project
managers are not the same.

Consistency: If the organization's culture isn't strong and there aren't good means for
individuals to talk to one other, it could be tough to make decisions that are always the
same.

3.4 How it determines how well management functions

3.4.1 How to Make Use of Resources

Matrix designs are the optimal strategy to employ resources since they let workers work
on more than one project at once. This keeps occupations from being the same all the
time and makes the maximum use of talent deployment, which is extremely crucial in
industries where it's hard to locate people with the necessary expertise.

For example:
IBM's matrix structure lets it send personnel to work on many different projects all
throughout the world, which makes the most of its worldwide talent pool.

3.4.2 Working together and talking to each other

People can work together better when they don't have to deal with the regular
problems. People from diverse departments and areas work together to teach each
other and share what they know.

For instance:

Unilever's matrix structure has made it easier for staff from different nations to work
together. In different parts of the world, their products and brand messaging are now
better.

3.4.3 Problems with Management

People who work for firms that are flexible need to develop new abilities, like how to
settle conflicts, negotiate, and make a difference even when they don't have any
impact. Instead of employing classic command-and-control approaches, which don't
function as well, managers should be coaches and assistants.



For example:
Philips' leadership development programs teach employees how to work together as
leaders to make the company's matrix structure better.

3.4.4 Making trade-offs in efficiency

Flexibility can help things change, but if you don't use it appropriately, it might make
them less effective. Matrix arrangements need more coordination, which could make
things take longer and cost more. Clear communication and excellent performance
management are particularly critical to decreasing these risks.

3.5 Examples of Companies from All Over the World
3.5.1 Procter & Gamble (P&G)

P&G has built a good international matrix system to keep track of its brands and
territories. This framework helps brands keep the same all around the world while also
fitting the needs of each market. The corporation can quickly respond to changes in the
market when selections are made in a decentralised method.

The market was more open to new ideas and methods to make things better, but it
required a lot of money to train executives and find out how to work together.
3.5.2 Google

Google's structure is a blend of flat and matrix models. Without much guidance from
their superiors, teams can make choices, try out new things, and come up with fresh
ideas.

This has led to a lot of innovative ideas and workers that are content with their
careers. But when the company grows, it will be hard to keep this up.
3.5.3 Unilever

Unilever went from a conventional hierarchical structure to a matrix shape so it could
grow around the world. The new structure makes it easier for workers from different
nationalities and product sectors to work together. This makes it easy for managers to
execute their duties and make choices.

At initially, there was some pushback and a need for cultural change, but in the end, it
made things run more smoothly and better.
3.5.4 Spotify



Spotify employs a "squad" model, which is a sort of flat organization where various
teams, or "squads," are in charge of distinct aspects or features. They can do whatever
they want, but they work together in broader "tribes."

Individuals can be innovative and flexible rapidly, but it may be difficult for groups to
collaborate.

4. Talk

Changes in the economy are happening on a bigger scale, including the shift from rigid
to flexible organisational structures. Businesses are starting to question the
effectiveness of rigorous, top-down models because they need to be flexible, inventive,
and quick to act.

4.1 What do you know?

To see how organisational structures have developed throughout time, you need to look
at them from many diverse aspects. Changes in the economy, technology, and society
are redefining how management works. Theories from classical management,
contingency, systems, and network perspectives provide substantial insights into the
motivations and ways by which organisations adapt their design.

4.2 A Review That Is Critical
Both the matrix and flat models have a lot of issues. You must:

People don't fight when they know what their jobs are.

Good leadership: Leaders should encourage people get along and work together
without using their status as leaders.

People should be able to convey information with each other readily so they can work
together and attain their goals.

Cultural Adaptation: Companies need to create an environment where individuals can
trust each other, feel empowered, and take charge.

But if you don't take care of these things, you could run into complications, lose time,
and make others irritated.

4.3 Putting What You Know into Action

Contingency theory is highly essential since it reveals that there isn't just one perfect
answer. The size of a firm, its purpose, the technology it utilises, and where it works all
play a role in how to set it up properly. For example, flat buildings might be fine for new
enterprises, but they might become too much as the business develops

bigger. Multinational firms favour matrix systems because they can be altered, but they
have to pay to train their management and make sure everything works well.



4.4 How Important It Is in Life

P&G, Google, and Spotify are all instances from real life of how adaptive frameworks
may be effective. These businesses have exploited structural flexibility to remain ahead
of the competition, come up with new ideas rapidly, and move with the market. But their
stories also highlight how hard it is to maintain things in order, handle challenging
situations, and keep a culture of working together going.

4.5 Trends and Directions for the Future 4.5 Trends and Directions for the Future
There are a few trends that will definitely influence how organisations adapt their
structures in the future.

Digital Transformation: Al, remote work, and digital collaboration tools will make it even
less likely that the structure of a corporation will depend on where it is located.

Agile and Networked Organisations: More and more people are utilising agile methods
and organisations that are based on networks. They underline how vital it is to be
adaptable and work with people from other fields.

Diversity and inclusion: Teams that are diverse and incorporate everyone are better at
tackling hard challenges. Everyone has to be allowed to join in and speak up for this to
happen.

Social Responsibility and Sustainability: More and more firms are changing how they do
business to include social influence and being ecologically friendly.

4.6 Problems with Putting Flexible Structures in Place in Different Cultures

When international organisations wish to adopt flexible structures, one of the most
essential things they need to think about is how to make them operate in different
cultures. Organisational frameworks that function effectively in one culture may not
translate well to another, or they may be misinterpreted. Countries with high power
distance, such as specific regions in Asia or the Middle East, may struggle to apply flat
and matrix organisational models efficiently (Hofstede, 1980). People who are used to
having clear, top-down directives may not know what to do or feel comfortable when
they are suddenly expected to lead or be engaged in making decisions.

Companies often have to alter how they handle change, spend money on cross-cultural
training, and establish communication plans that make responsibilities and expectations
clear in order to deal with these cultural variations. Siemens, a worldwide engineering
organization, has modified the way it constructs its matrix so that it functions better for
managers in all the locations where it conducts business. In this approach, it might find
a balance between different parts of the world where people lead and work together.
4.7 Tech technologies that help you create architectures that can change

Technology is a significant factor in helping firms become more adaptable. Cloud
computing, digital collaboration tools, and real-time data analytics make it easier for
teams who are spread out over a lot of different sites to work together. People from all
around the world may now work together in virtual teams, just like they do in real

life. This means that tight hierarchies depending on where you are aren't as relevant.



Microsoft and Salesforce, for instance, have leveraged technology to create virtual flat
teams. These groups might share files, chat to each other fast, and work on projects
utilising digital platforms that everyone can utilise. These tools not only make it easier
to be open and exchange information, but they also assist build a culture of ongoing
feedback and learning, which is critical for flexible structures to perform well.

4.8 How to lead and manage people in firms that are willing to change

As businesses become more adaptive, their leaders and managers of talent need to
adjust the way they lead and manage people. In conventional hierarchies, leaders often
exploit their power to get things done. But in matrix or flat organisations, it's significantly
more crucial to be able to get along with people, convince them, and have an effect on
them. Because of this, programs that educate people how to be leaders are putting
more and more focus on emotional intelligence, the capacity to work with people from
varied cultures, and the ability to lead without having direct authority.

There have also been substantial changes in how people gain and lose

jobs. Companies that can change like to hire and train people who can change, are
self-motivated, and get along with others. When Google employs somebody, they don't
worry about things like how many years of experience they have or how far up they are
in the organization. Instead, they seek for traits like intelligence, the aptitude to lead,
and a willingness to engage with others.

4.9 New Business Ideas and Learning

Companies can learn and come up with new ideas more quickly when they have flexible
frameworks. These models help people from different departments work together and
get rid of roadblocks, which makes it easier to share ideas and best practices. 3M and
IDEO are two organisations that have established platforms where employees can
come up with new ideas, join temporary teams, and swiftly make prototypes of new
products or solutions. These kinds of arrangements help people keep trying new things
and become better.

But firms should be cautious of "innovation fatigue," which arises when staff are too
busy with new things to grasp the larger picture. Leaders need to establish a balance
between letting people try new things and give them clear guidelines on how to make
those new ideas thrive.

4.10 How to Tell If Flexible Structures Are Working

We need new approaches to find out if flexible organisational models work that don't
just look at money or production. Businesses are using things like employee
engagement, speed to market, innovation output, and collaboration effectiveness more
and more to assess if the changes they make to how they work are working.

Spotify, for instance, often asks its employees how happy they are with how much
freedom and communication their teams have. After that, the organization uses this
knowledge to adjust how teams are set up when they need to. Unilever also looks at
both the business results and the learning goals to determine how well cross-functional
projects are doing. This makes sure that the matrix structure is good for more than
merely making money right away.

4.11 What the Organization's Culture Does

A supportive organisational culture is very crucial for flexible structures to work. Culture
affects how people react when they are given authority, freedom, and shared
responsibility. Companies like Google and Valve, who operate well with matrix or flat



models, have worked hard to develop cultures that value honesty, trust, open
communication, and the opportunity to ask questions about how things are done.

If a corporation tries to make its structures more flexible without changing how people
work together, they may run into obstacles like resistance, confusion, or even
sabotage. To make sure that changes proceed successfully, a lot of work needs to be
done. This comprises things like leaders establishing a positive example, recognising
the group's accomplishments, and creating tactics to get members to act appropriately.
4.12 Future Trends: The Growth of Hybrid and Networked Businesses

In the future, organisational design will probably involve greater networking and
hybridisation. Many big firms are adopting hybrid models that mix parts of hierarchy,
matrix, and flat structures to satisfy the needs of different projects or business
divisions. Amazon's logistics division, for example, maintains a traditional hierarchy, but
it enables teams from different departments work together on initiatives that mix
technology and novel ideas.

Digital platforms make it easier for firms to work together on the internet. These firms
are mainly groups of partners, freelancers, and teams that can vary shape to meet
common goals instead of following strict reporting lines. The open-source software
community is a good illustration of how people from all over the world can work together
online to make things better.

4.13 Issues with society and morals

As organisations become more flexible, moral and social issues become increasingly
relevant. As employees become increasingly independent, they must be held
accountable, and justice must prevail. Using flexible arrangements to take advantage of
individuals is not acceptable. For example, in flat organisations, executives could have
too much work to perform, whereas in matrix structures, team members might not be
included.

Employers also have a social obligation to make sure that flexible work options like
remote work or gig gigs don't make things worse or make job security worse. The best
organisations spend money on rules and programs that foster health, diversity, and
excellent work practices over time.

4.14 Tips for Businesses That Will Help

Here are some relevant tips for firms who are thinking about moving to more flexible
structures, based on the analysis and case studies:

To assess if the organization is ready to modify its structure, look at its culture,
leadership abilities, and technical infrastructure. This is termed a Readiness
Assessment.

Start small by using flexible frameworks in a few projects or business units. Get
feedback and make the process better before you use it more.

Give managers and team leaders the tools they need to lead when things are hard to
understand and spread out. This is a terrific strategy to put money into developing
leaders.

Put communication and understanding at the top of your list. Make sure everyone
knows who is in charge of what and who may make decisions.

Encourage a supportive culture by leveraging workplace traditions, prizes, and
recognition to get people to learn, work together, and trust each other.



Use technology to your advantage: Get tools that make it easier to work together online,
share information, and get feedback direct immediately.

Always pay attention to things and be ready to alter them based on what the data and
workers say. Always look at how changes to the structure are influencing things.

4.15 Conclusion (In More Detail)

In short, changing from traditional hierarchical structures to more flexible organisational
models is a huge change in how businesses function, come up with new ideas, and
compete. The trip is hard and full of challenges, but the rewards might be great. You
could be more open-minded, come up with fresh ideas, get other people excited, and be
more competitive, for example. The best companies will be the ones that carefully plan
changes to their structures while keeping in mind how people, culture, technology, and
strategy all function together.

There is no one way to grow a business that works for everyone. Every organization
needs to make a framework that fits with its own mission, beliefs, and goals. In a
corporate world that is continually evolving, companies that are willing to adjust, invest
in their workers, and make learning a part of their culture may do well.

5. Last Thoughts

People talk about and do management in quite different ways when firms move away
from traditional hierarchies and toward more flexible frameworks like matrix and flat
structures. Globalisation, new technologies, and the need for speed and new ideas are
all causing this development.

Flexible frameworks make it easier to make decisions by letting everyone have a say,
getting people to work together, and bringing in specialists from other locations. They
also help management perform a better job by making it easier to change things and
use resources more wisely. However, these benefits also have their downsides, such as
making things more complicated, requiring new managerial skills, and the possibility of
conflict and confusion.

For implementation to work, there needs to be strong leadership, clear roles, excellent
communication, and a culture that supports it. Some of the top companies in the world
have shown that flexible design may be good and bad at the same time.

To be successful in the long run, a firm needs to be able to set up and change
structures that are both flexible and easy to control. This is happening because the
world is getting more complicated and changing all the time.
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7. Extras

Appendix A: An Overview of Various Organisational Structures

The main parts of each type of structure, examples of businesses that use them, and
the pros and cons of each.

The middle of a tall pyramid has a point. In the past, General Motors used this method
to keep everything organised and running smoothly. But it took a long time to get used
to, so new ideas didn't come up.

IBM and Procter & Gamble can use the matrix to share resources and make changes
as needed. If there are two reports and teams that work across departments, it might be
hard to tell who is in charge and things could get complicated.

Flat: not a lot of levels of management, independence; Spotify and Valve: new ideas
and quickness; hard to grow, too many managers;

Appendix B: A few of the expert interviews on the subject



"We could use resources from all over the world because of the matrix structure, but we
had to spend a lot of money on leadership training to make sure everyone understood."
— The person who hires people for a company that sells things to people all over the
world

"As we grew, we needed clearer roles to keep things from getting mixed up. At first, flat
teams helped us be independent.”
— The person in charge of a tech startup



