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Abstract 

A successful organizational structure is central in a business as it decides the responsibility 

that is given to whom, how information is communicated and how decisions are made. The 

mobility of work and structure of this organization has a vast influence at the HRM function 

wherein has implications for recruitment and training, performance management, and 

employee engagement. Nobody can deny that the right and efficient organizational structure 

support cooperation, control over process, and ability to change in the context of the global 

work. On the other hand, ally misalignment results in wasted efforts, blurred roles and 

responsibilities, thus organizational ineffectiveness. This discussion aims at reversed approach 

to how organization structure affects HRM function this is a reflection of how structure affects 

efficiency of HR in achieving organizational objectives, how they enhance control of 

complexity and how they dealt with dynamism of business environments. 

Keywords: Organizational structure, Human Resource Management, recruitment, training, 

performance management, global operations, communication flow, decision-making, 

employee engagement, adaptability. 

Introduction 

This paper aims to analyze the way in which organizations structure themselves in order to 

meet the purpose, culture and operational requirements of the relevant organization. The 

framework of distribution or assignment of roles determines the operational nature and 

productivity of the organization as a whole since it comprises several departments and 

employees. Appropriate structure denotes clear ideas about the tasks, duties, and functioning, 

thus helping the growth of order, communication and creativity. On the other hand, having an 

improper structure leads to the slow development of an organisation and the failure to attain 

business objectives.Organisational structure plays a special role in defining the HRM function. 

A good structure ensures that departments in an organization work together in harmony, and it 

also lays down the strategy for the practical application of stated HR policies. When an 

organization’s structure supports organizational goals, human resource departments benefit 

when solving staff, training, and operations issues. On the other hand, the organizational 

structure that is not aligned with the strategy of the company can create decrease organizational 

efficiency, confusion in people’s responsibilities, and low staff morale. 
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Objectives: The Influence of Organizational Structure on HR Practices 

1. Examine the Relationship Between Organizational Structure and HR Functions 

To discuss how various structural configurations, including the tall and low structure, 

centralization and decentralization, impact primary processes of human resource 

management. 

2. Assess the Impact of Structure on HR Effectiveness 

To assess the degree to which organisational structure moderates the efficacy and flexibility 

of HRM practice communication, decision making and policy implementation. 

3. Explore the Role of Organizational Structure in Global Operations 

To analyze how different structures in organizations can contribute to proper implementation 

of HR practices-regarding different aspects of cultural diversity, local labor legislation and 

cross-border cooperation in multinational companies. 

4. Propose Strategies for Aligning Organizational Structure with HR Goals 

To identify effective practices that support the recommendations for organiza-tional design in 

relation to HR’s role in promoting employee engagement and supporting organiza-tional 

goals and change management in complex and evolving business contexts. 

Influence of Organizational Structure on HRM Functions 

There exist a close relationship between organizational structure and the various functions of 

HRM. The framework of the structure defines how human resource processes including, 

staffing, training, and performance are strategized and done. For example, a centralized 

structural design guarantees that the company follows standard practices in managing 

employees through standard HR practices. On one hand, centralized structure offers 

standardization, control and consistency in implementing HR practices across organization On 

the other hand, decentralized structure has flexibility and customization to implement the HR 

practices different for different departments, geographical locations etc. 

Table 1 : Influence of Organizational Structure on HRM Functions 

Aspects Advantages Challenges 

Centralized 

Structure 

Standardization, Control, 

Consistency Lack of Flexibility 

Decentralized 

Structure 

Flexibility, Customization, Local 

Adaptability Coordination Issues 

Hierarchical 

Structure 

Clear Roles, Formal 

Communication 

Slow Communication, 

Delayed Decisions 

Matrix 

Structure 

Combines Hierarchy and Regional 

Adaptability Complex Decision-Making 

Global 

Integration 

Local Sensitiveness with Global 

Uniformity 

Balancing Local and Global 

Dynamics 
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Graph 1: Advantages and Challenges of Organizational Structures 

 

Organization also impacts communication, decision-making and even work flow. In the 

hierarchical structure the HR function may be slowed down because of formal ways of 

communication and numerous approvals. On the other hand, the decentralised structure 

encourages free flow of information, and this makes the HR departments to address issues 

raised by the employees as well as adapt to changes. Likewise, the size and scope affect the 

execution of HR activities within organizations and its capacity to handle various operations 

more so for organizations that transact across national borders. 

With globalization of organizations, there are increased challenges in organization’s HR 

departments in issues of culture, labor laws and international policies. These dynamics must be 

supported by organizing structures to achieve local sensitiveness as well as global uniformity. 

For example, large corporations must operationally organize themselves in a way that combines 

international hierarchy with regional adaptability some such structures include matrix 

organizational. 

Does Organizational Structure Influence HRM Functions? 

Definitely, organizational structure affects the HRM functions in one way or the other. The 

structure defines how information flows within an organization and where the decision-making 

authority lies, and thus influences HRs function. Structure can be misaligned when the roles 

and responsibilities of human resources are not properly aligned the organizational structure 

can reduce communication, limit collaboration, and even hamper the implementation of HR 

processes. 

In case of small businesses or new start-ups, the business may still be operating in an operation, 

informal structure and all the HR related activities may be performed by the business owner or 

a small team. Growing organizations require structured systems to address complexity as well 

as upgrade the formality of organizational practices. The structure needs to meet the 

requirements of the global organizations and societies while at the same time meeting the 

ultimate need for diffusion. 
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Examining the Relationship Between Organizational Structure and HR Functions 

This paper concludes that organizational structure is critically important because it defines 

communication patterns, decision-making processes, and operational integration of HR 

functions. Organisations have various structures which include organisational structure 

whether tall or flat and centralised or decentralised do set frameworks that dictate how certain 

human resource activities such as recruitment and training will be undertaken, performance 

management systems etc.. 

In operating structures, the managers sit at the top of the pyramid and the ideas flow from them 

downwards. This setup can also lead to centralized control because it means that decisions 

made will bring out the kind of policies that HR departments need across different departments. 

However, it may lead to inflexible approval mechanisms, strict scalar chain control and thus 

delay the speed at which flexibility initiates in Human resource practices. For instance, methods 

used in getting employees in hierarchical firms, such as in bringing new employees on board 

and determining their performance based on how they perform their particular tasks, have 

procedures that are beneficial in offering consistency, not flexibility for one department and its 

precise requirements. 

Hierarchical structures are on the opposite side and make an effort to be flat. These 

organisations are more condense than traditional organisations and therefore HR can directly 

communicate with the employees and managers. This enables freer flow of information and 

speed in reaching decisions to meet sub-employees’ concerns as sought by HR. In flat 

organizations, the emphasis is put on culture-match candidates and employment elasticity 

because these features are characteristic of flat organizations. Most training programs in 

flattener mechanisms involve cross-functional team training and focus on crossutilization of 

skills. 

Centralized structures pull decision-making to the highest degree, therefore enabling efficient 

practices in human resource management. It means that recruitment, training and any aspect of 

performance management is equal throughout the organization, employees cannot complain 

about favours or injustices since they are treated and given equal change. However, applying 

this approach is useful for those organizations that want to have clear leadership and a great 

similarity to other areas or departments but can be non-adaptable to respond to the specific 

regional or departmental needs. For example, large international companies with integrated 

Human Resources tools may have a hard time when trying to follow the international 

legislation or local regulations in their subsidiaries. 

On the other hand, decentralized HRM structures allow regional or departmental HRM 

personnel to make decision on own on behalf of the organization, thus allows for unique 

solution of the specific problem. Interestingly, decentralized HR functions are able to respond 

quickly to context related issues for instance, recruitment problems in a certain region or special 

training needs. This flexibility increases employees involvement and satisfaction, but the 
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organization could be disintegrated. For instance, one geographical area can implement new 

cultural human resource management standards while another cannot because of the availably 

of resources or lack of interests to do so. 

Structural decisions are therefore even more sensitive in multinational organizations. 

Mechanistic models in which certain aspects of the organization are centralised, and others 

decentralised, are used to achieve different degrees of global integration and local 

responsiveness. They may include the following functions: While the formation of these 

organisations can centralise strategic areas of HRM such as the formulation of policies it is 

common to decentralise operational functions such as the recruitment and training of 

employees to the regional levels. It is for this reason that the proposed hybrid model guarantees 

that the organization continues to achieve global standardization even while accommodating 

the market in various regional markets. 

That means that for HR functions to be most effective, the structure of the organization also 

needs to be aligned to what the organisation wants to achieve. A hierarchical structure could 

be appropriate in industries that demand strict orderliness and management control which are 

finance and medical facility related industries, while unconventional structure could be 

appropriate in technology related or, art and other industries. Centralised structures are 

particularly effective for organisations desiring standardisation and economical efficiency 

while decentralised structures are effective for organisations operating in diverse markets 

which need local discretion. 

Table 2: Impact of Organizational Structures on HR Functions 

Organizational 

Structure 
Advantages Disadvantages 

Impact on HR 

Functions 

Hierarchical 

Consistent policies 

clear chain of 

command 

Slow decision-making 

limited direct employee 

interaction 

Standardized 

recruitment and 

appraisals slower 

responsiveness 

Flat 
Open communication 

quick decision-making 

Potential lack of control 

blurred responsibilities 

Flexible recruitment 

team-oriented training 

Centralized 

Uniform HR practices 

streamlined decision-

making 

Limited adaptability to 

local needs less 

autonomy for regions 

Standardized hiring and 

training global 

consistency 

Decentralized 

Localized solutions 

responsive to regional 

differences 

Risk of inconsistencies 

across the organization 

Tailored recruitment 

and training regional 

adaptability 

Matrix 

Balance of global 

consistency and local 

responsiveness 

Complex coordination 

potential for conflicts 

between managers 

Strategic global HR 

policies operational 

flexibility in regions 

 

 

http://www.euroasiapub.org/


IJRESS                           Volume 4, Issue 7 (July 2014)                      (ISSN 2249-7382) 
(IMPACT FACTOR – 4.992) 

 

International Journal of Research in Economics & Social Sciences                                                                  
http://www.euroasiapub.org 

p e e r -r e v i e w e d  s c h o l a r l y  

133 

Assessing the Impact of Structure on HR Effectiveness 

The authors therefore underscore the importance of contextual factors with special emphasis 

given to the issue of how organizational structure affects the delivery of Human Resource (HR) 

practices. It affects with what efficiency HR policies are delivered, with what structure 

decisions are made, and with what effectiveness communication is realized within the 

organization. To what an extent can or does HR respond to dynamic business need may well 

depend upon the structure put in place. 

The organization structure defines how information is communicated within employees or 

between employees and the management. It is also common in organizations that have a clear 

structure since the flow of information is organized and is constructed in a pyramidal form. 

Although this contributes to enhancing understanding and Managing employee problems and 

implementing HR strategies and solutions could be slower in this case. On the other hand, weak 

or decentralized structures make communication feasible for HR departments to address 

employees and foster collaboration to fix grievances. Such structures help avoid ‘bureaucracy’ 

but such structures do not have proper form of organizational communication and sometimes 

messages may not be properly understood and may sometimes even be conflicting. 

Impact on Decision-Making 

Management decisions which are integral parts of organizations, are firmly grounded into 

them. Centralized structures provide the key decisions affecting the organisations at the highest 

tiers, which makes it easier to achieve coherence and standardisation of HR policies. 

Nonetheless, it might become a challenge for the HR department to meet local or departmental 

requirements because of the time-consuming approval processes. Decentralized structures, 

however, allow regions or departments of HR to have their independence with the decision-

making process and in implementing solutions faster and more accurately. This flexibility is 

good but can lead to disparities if not well coordinated across the organization. 

Communication of HR policies and even the actual practice of the policies also depends on the 

organization structure. In centralized organizations, policies are centralized and duplicated 

across the organization so that it is non-problematic to implement enterprise programs across 

departments for instance training or performance enhancement. Yet, centralised systems may 

find it difficult to apply the foregoing policies to local or situation specifics. This process is 

more flexible in decentralized organizations to provide responses to regional policy differences 

in labour laws, cultures, and needs for each department in the organization. This makes HR 

more flexible in delivering its operational function in various environments although it brings 

difficulties on the firm’s over policy cohesiveness. 
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Table 3: Impact Of Organizational Structures On Decision-Making 

Organizational 

Structures Advantages Challenges 

Impact 

on 

Decision-

Making 

Efficiency 

Impact on 

Policy 

Implementation 

Centralized 

Coherence, 

Standardization 

Slow Approvals, 

Lack of Local 

Adaptation 70 85 

Decentralized 

Flexibility, 

Faster 

Solutions 

Disparities, 

Coordination Issues 85 75 

Flat 

Quick 

Adoption, 

Innovation 

Unclear Hierarchy, 

Poor Coordination 80 80 

Matrix 

Flexibility, 

Regional 

Adaptability 

Complexity, High 

Communication 

Demand 90 88 

 

Graph 3:Impact of Organizational Structures on Decision-Making and Policy 

Implementation 

 

This is because flat and matrix structures are viewed as being much more effective, allowing 

the HR department to respond more quickly to developments, as might be seen in the changing 

business environment. For example, flat organisations can easily adopt new idea such as new 

approaches for the recruitment process or creating new incentive schemes and not get lost in 

petty bureaucratic procedures. But they suffer from problems associated with an unclear 

hierarchal structure such as poor co-coordination when the working of every individual 

employee is not well understood. Although not very flexible, people within this structure enjoy 

maximum working productivity due to clear role and procedure power therefore, appropriate 

for industries that involve high standards of compliance and control. 
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Managing Cultural Diversity and Local Compliance 

Amid managing cultural diversity and operations with foreign labor legal guidelines, 

organizational form is one of the most influential factors. One of the greatest difficulties is 

cultural difference since people of different origin can’t always share the same outlook on life 

values and working practices. This means that regional Human Resources departments will 

have the ability to adapt such practices as recruitment methods and ECC programs to catch 

cultural nuances of the specific districts. It helps in creating Diversity, increases the morale of 

the employee, and ensures the Human resource best practices for the organization’s culture. 

On the other hand, centrally controlled structures may fail to explain these subtleties, because 

the actions decided upon at the head office may not conform with local cultural norms. 

However, a matrix structure of having a centralized strategic management and a decentralized 

tactical management appears to provide a good compromise. For instance, while starting global 

diversity and inclusion policies, it is possible to decide on them at the company’s headquarters, 

and at the same time, let regional offices leverage them to the respective cultures. 

In the same way, ensuring compliance with local labour legislation cannot be done without an 

organizational structure that addresses regional differences in legislation. Decentralized 

structures enable the head of HR in regions to freely communicate with local governments on 

issues to do with wages, working hours, and rights of employees. This approach means that 

most of the potential non-compliance and consequent legal complications are localized, that is, 

limited. On the other hand, centralized structures make offering uniformity simpler, but do not 

adapt as quickly with legal conditions within regions. Matrix structures tender this connection 

by decentralizing handling of compliance issues to regional departments while centralizing it 

to correspond to corporate standards at the same time. 

Cross-Border Coordination and HR Alignment 

Another factor that is affected by organisational structure is cross border co-ordination. 

Coordination-complication enables the notion that practices in the HR shall be in line with the 

overall goals and objectives of the organizations while catering for the needs of the different 

regional averments. People tend to like when things are done a certain way throughout the 

organization to ensure compliance and success of a company-wide training program or 

leadership development plan. However, these strategic types may reduce organization’s 

sensitivity to market-specific issues and opportunities because of relatively long decision-

making cycles. 

Centralization, on the other hand, hinders flexibility and ensures that branch offices can 

effectively deal with problems cropping up in their location without seeking approval from 

central office. However, this responsiveness results in disparities of the HR practices among 

the regions of the organisation. Matrix structures are the most effective form because they 

combine global management of strategic decisions with local freedom of operation. Hence this 
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hybrid model provides an effective means of integrated communication, working and 

synchronization of all HR practices world over. For instance, selection processes can be made 

a central policy whereby the human resource central office develops uniform standard in hiring 

employees regional human resource offices, on the other hand, may modify these standards for 

their countries’ conditions. 

On the list of questions for HR the role of the organizational structure is critical for managing 

cultural differences, following legislation, and cross-border coordination. A matrix structure 

may be the most effective approach to managing the tensions of global standardization and 

local adaptation, allowing the HR function to meet various global challenges and to help the 

organization succeed in global markets. 

Proposed Strategies for Aligning Organizational Structure with HR Goals 

For HR to provide efficient and efficient services to achieving organizational goals, and ensure 

it trumps employee engagement and can easily respond to the ever-changing business 

conditions, then structures must be developed to fit the organizational objectives. A matrix 

model of organization structure is the best approach in that it incorporates centralized and 

decentralized features. Activities that do not need to be performed identically, like 

establishment of policies and monitoring of compliance can be centralised for organisational 

standardization, while activities that need to be carried out differently across regions, for 

instance, recruitment and training can be decentralised. This balance means that it is possible 

to achieve a global consistency while being locally responsive. 

To ensure that HR goals are in sync with some of the organizational goals, it is very important 

for channels of communication to be open. Organisations with a flat or semi-flat organisational 

structure offer easy organizational communication and contact between the HR and the 

employees, thus eliminating unnecessary hierarchy bottlenecks. This can be taken further by 

the use of web-based technologies for providing ongoing feedback and information 

dissemination to foster better trust and commitment Organizational HR has to be a strategic 

counterpart as well, and the HR leaders should be part of the strategic planning process as 

decision-makers. This makes it possible to have the correspondences between the tasked 

workforce planning, talent management and employee engagement strategies and the overall 

mission of the organisation. Further, making use of agile HR enables one function, for instance, 

cross-functional teams for project work which means that agile HR adapts quickly to new 

challenges without compromising the firm’s fundamental structures. 
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Table 4 :Proposed Strategies for Aligning Organizational Structure with HR Goals 

Strategies Benefits 

Matrix Organizational 

Structure Global Consistency, Local Responsiveness 

Open Communication 

Channels Eliminates Bottlenecks, Fosters Trust 

Web-Based Feedback 

Systems Improves Engagement, Real-Time Updates 

HR Strategic Counterpart 

Role Aligns HR with Organizational Strategy 

Agile HR Practices Quick Adaptation to Challenges 

Cloud-Based HRMS 

Enhanced Collaboration, Performance 

Monitoring 

Employee-Centered 

Processes Boosts Engagement, Flexibility 

Regular Feedback 

Mechanisms Tracks Progress, Rewards Performance 

 

Graph 2: Focus Areas of Proposed Strategies for Aligning Organizational Structure 

with HR Goals 

 

Technology is therefore strategic in matching the organizational structure to the human 

resources goals. They use cloud based Human Resource Management Systems (HRMS) to 

enhance organization of affairs and collaboration between departments and geographically 

dispersed offices. These systems make it easier to monitor and analyze employee performance 

and engagement data at the corporate level while affording some level of specificity to local 

requirements. In addition, organizations should design human resource management structures 

with employee-centered values and processes that support employee voice and control, 

engagement and work design flexibility. Lastly, to ensure that all planned and implemented 

HR activities match the aims and goals of the organisation, regular feedback processes should 

be conducted. Techniques such as 360-degree feedback and real time performance monitoring 
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ensure that H R can determine where changes should be made, reward performance and ensure 

the workforce is motivated. Also, succession planning and Systems linking the established HR 

Solutions like Retention rates, training returns on investments back to organizational goals 

guarantees tangible progress and visionary relevance. 

Proposed Strategies for Aligning Organizational Structure with HR Goals 

For HR functions to properly align with organisational goals and objectives plus enthuse the 

employees and address dynamics of business organisations, then such organisations must 

develop structures that are able to harness collaboration, flexibility and above all else strategic 

alignment. A matrix type of structure is preferred since it contains elements of the centralized 

and decentralized organizational structure. Headquarter activities such as formulating policies, 

monitoring regulatory compliance offer centralization which offers coherence throughout the 

organization, field functions like hiring and developing talent, offer decentralization beneficial 

at the regional and functional levels. This balance helps in both having global consistency and 

local sensitivity Often, there should be accurate communication regarding the HRM 

department’s goals and the organization’s goals. Organizational structures such as the flat or 

semi flat structures whereby HR transacts directly with the employees keep a lot of time and 

energy channeled towards bureaucracy. Organisations can complement this with the use of 

digital media to support constant flow of feedbacks and information to and from the audience 

and hence foster trust. 

Another key area requires HR to be a part of the strategic planning by engaging the heads of 

the HR in the key strategies formulation. This enables that manager of workforce planning, 

talent management, and employee engagement initiatives with the broader aims of the 

organization in place. Finally, recruiting HR professionals to join multifunctional, temporary 

project teams helps to adapt promptly to new issues without compromising crucial processes 

the use of technology is also a major means of integrating organizational structure with HR 

strategies. The use of techniques such as cloud-based Human Resource Management System 

(HRMS) reduces on complexities and enhancing on co-ordination between departments arid 

regions. These systems allow for central monitoring of many aspects of employee performance 

and engagement, while at the same time allowing for local variations to be made where 

necessary. In addition, organisations are encouraged to enable structures that enhance 

employee voice such that employees have control in terms of when, where and how they do 

their work. Employee engagement practices are also important given that they enable 

organisations to synchronise key HR processes with the overall organisational strategy. Tools 

such as 360-feedback, or actual-time personnel performance measurement enable the HR 

section to detect the potential for development and to foster motivation. Also, connecting HR 

measures like retention, and training return on investment to overarching organizational goals 

guarantee tangible advancement and alignment. 
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Conclusion 

Influencing the greater organizational architecture in ways that are harmonious with HR goals 

is critical to the overall goal of engaging employees in helping the organization achieve its 

preferred agendas as well as preparedness for adaptability in the current volatile business 

environment. Any kind of structure should effectively facilitate communication, enhance the 

decision making process, and enhance implementation of polices. When using a centralized 

organizational structure coupled with decentralized operational plasticity, the organizational 

structure can achieve compliance and efficiency when it comes to addressing such needs across 

various regions or departments of the business.The incorporation of HR into the decision-

making process improves the correlation between the general organisational strategy and HRM 

activities. Technology, allied communication and employees first approach, augments the 

scope of HR in reacting to changed beta and gamma environments and addressing various Ps. 

Feedback practices and recordable organisational HR performance parameters are instrumental 

in maintaining the constant development and relevance to organisational objectives and goals. 

In conclusion, organizations that deploy structuring in tune with the objectives of the Human 

Resource discipline provide for business continuity. Inability to align such power leads to 

situations where, on one hand, HR is not capable of implementing meaningful changes while 

on the other, workforce is demotivated, disengaged and contributes to marginal organisational 

growth and competitiveness. 
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