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QUESTION #1
A narrow span of control based on research is evident when few individuals directly report or submit to a manager. In contrast, a wide span of control is evident when an organization's manager has numerous direct reports from the employees. The fact that the most successful/influential companies operate under a narrow span of control isn’t valid. Many thriving performing manufacturing organizations in modern society operate with wide span of power and are thriving since they are dependent on self-directed teams. Based on recent studies, Self-directed teams synchronize via informal communication; therefore, formal hierarchy in this case plays much more of supporting role.
Additionally, firms are moving towards a flatter organizational structure with a broader span of control to reasons such as first wider structures unnecessary overhead: few middle managers and more individuals involved directly in manufacturing services and goods. Secondly, a wide span of control is much more consistent with the trend towards employee involvement and greater autonomy. Mangers necessarily have broad span of control in much flatter structures, and they’re not able to participate in close supervision (Hattrup, 2013).  
With this being said, there are other instances where any manufacturing organization must have a narrow span of control. An example includes when workers perform complex or novel duties because these workers tend to need more supervisory coaching and decisions. A narrow span of control may also be necessary for highly interdependent jobs since workers experience more conflict, requiring management intervention. Additionally, this method of control would be suitable with a work team made of employees with very high power distance and low skilled. In this case, close control and supervision would not likely to be mistrust among employees.
QUESTION #2
Centralization means that official decision-making power is in the hands of a tiny group of individuals, typically those people at the very top of the company. Decentralization on the other hand is when the power of decision making is distributed throughout the firm (Tommasi, 2007). The following are considered when determining a company’s level of decentralization:
The expensiveness of decisions- If at all a conclusion involves heavy investment or cost, it will most likely be made at the top levels of management.
Economic size- the larger the organization/business unit, the greater the number of departments resulting in decentralization in massive-sized companies.
Uniformity of policy- if an organization intends to keep uniform policies in the firm, then the guidelines should be consistent.
Philosophy of management- top leader's characters greatly influence the extent to which authority in an organization is decentralized or centralized.
History of the enterprise- the decentralization or centralization of authority in a company depends on how the company has been built up.
Availability of managers- the shortage of managerial workforce hinders the extent of decentralization.
Environmental influences- this is simply an external factor that dramatically influences the business unit.
Decentralization of performance- whether the organization’s operations are concentrated in a region or at the place or dispersed to distinct territories determines the nature of devolution.
QUESTION #3
Departmentalization simply refers to the process by which a business enterprise groups activities into departments. Division of labor creates specialists that require coordination. This coordination is facilitated by the groping of these specialists together into departments (Price, 2015). Based on the context, I would recommend two forms of decentralization that might be suitable for DTI if trade agreement and deregulation occur. These are product departmentalization and adopting a client or product form of the divisional structure. Although I think between the two, the most appropriate form of departmentalization would be product departmentalization. This is because this type of departmentalization provides clear responsibility for all activities related to the product. Using this type of departmentalization will help DTI have an effective process for the product line in the product area. Each of the managers will also have a clear understanding of their responsibilities for handling which part of the product.
QUESTION #4
a) A mechanical structure is defined by high degrees of centralization and formalization and a narrow span of control. There are numerous procedures and rules, vertical communication flows, tall hierarchies of individuals in very specialized roles and restricted decision-making at the very low levels. Tasks are defined rigidly and are only changed when authorized by individuals higher in command. This type of structure operates better in environments that are stable since they rely on the routine behaviors and efficiency. The organic system uses little or no formalization, decentralized decision-making, and a wide span of control. An organic structure works better in environments that are fast-changing since they are very flexible and more amenable to changes. They are more kindred with high-performance and learning workplaces because of their great emphasis on empowering and sharing information. An organic structure is most effective when all workers have the expertise and well-developed roles in their assigned areas (Burns & Stalker, 2011).
b) While traditional or ancient organizational structures have defined horizontal and vertical hierarchies and borders, boundaryless structures are described more specifically by the lack of an approach and systems to business that is mainly based on the free flow of ideas and information to drive growth, efficiency, and innovation in a universe that is constantly changing. This concept was developed by the former chairman of General Electric and the prominent management thinker Welch Jack who hoped to break down the barriers between the different parts. Flexibility and adaptability are essential criteria of boundaryless structures. Generally, boundaryless structures aim to eradicate the chains of command, have boundless spans of control, or restore all available departments with teams that are empowered. Organizational managers are able to create boundaryless structures by removing every vertical boundary so that there's no rank and status.
QUESTION #5
There are several advantages of working as an employee in a matrix structure. These may include the proper utilization of resources and expertise, project flexibility, innovation, improved communication efficiency, and ideal for project-based firms. A matrix structure focuses on workers creating projects or serving clients and keeps individuals organized around their area of specialization. With this structure, knowledge sharing also improves (Goś, 2015). On the other hand, the disadvantage of an employee working in a matrix structure includes the increased conflicts among the managers that equally share authority or power and having two or more sets of priorities that aren't typically aligned. Another disadvantage is ambiguous accountability; this vague accountability can lead to ethical misconduct, more stress, and less satisfaction in work arrangements (Goś, 2015).
QUESTION #6
Coordination may be grouped into three categories: Internal coordination, external coordination, and vertical coordination. Internal coordination may be described as the coordination of business activities of distinct segments of the company. Generally, it's establishing a relationship to coordinate activities of all the employees, supervisors, executives, managers, branches, sub-divisions, divisions, and departments. It enables the organization to function in harmony. External coordination establishes relationships and coordination of activities of all individuals who aren't part of the firm and therefore not connected. It is generally developing a connection between the organization's employees and the individuals outside it. Unlike internal coordination that functions within the organization's boundaries, external coordination is needed due to technological advancements, competitors' actions, and public policy.  The relationship is developed with the aim of gaining a better understanding of people outside the business like financial institutions, government agencies, customers, competitors, suppliers, etc. Vertical coordination on the other hand, links units and people at various hierarchical levels. Generally, it refers to coordination among the managers' activities and their subordinates. Unlike external and internal coordination, vertical coordination must ensure that every class in the organization acts in peace and harmony. It aids uphold the unity of command between the distinct levels of employees and managers (Munn, 2010).
QUESTION #7
a) I prefer to work in an organic management structure rather than a mechanical structure. This is due to the fact that organic structures have a horizontal or flat design with only two or one management level where the expertise and knowledge of the employees are shared in the company. This atmosphere of teamwork gives room for learning to be shared in the company, which plays a major role in the daily running of the enterprise.
b) [bookmark: _GoBack]I would prefer to work under a narrow span of control. This is because a narrow span of control raises the levels of contact between the team members and the managers. This increased contact functions to improve the manager's ability to supervise activities performed by the employees. The employees can share their knowledge and expertise and thus work effectively. This, in turn, brings about increased productivity.
c) Yes, I would enjoy working in a matrix structure. This is because a matrix structure focuses on workers creating projects or serving clients and keeps individuals organized around their area of specialization.
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