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After studying this class, you should be able to:

Understand the Mechanistic and Organic models of organizational design
Understand the complexities of determining appropriate organizational structure
Understand the distinction between vertical and horizontal differentiation
Understand the span of control and the factors that influence its appropriateness
Explain the different patterns of organizational structures configuration
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Explain the advantages and disadvantages associated with the different types of
organizational configurations
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Remembering the Four Activities of Management

Organizational
Goals
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The formal arrangement of jobs within an organization.

shaping and aligning all the components of an enterprise in their
context towards the achievement of an agreed mission
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Organizational design

* Organizational design is the process of creating and implementing an

organization's structure and systems to achieve its strategic goals.

* |t's crucial for aligning company structure with strategy,

environment, and technology.

(c) Américo Azevedo 2025



The Challenge in creating

an organizational structure
s to decide how to group
people and jobs into work
UNItS




Organizational Design involves two complementary problems

1. how to partition a big task into smaller subunit tasks, and

2. how to coordinate these smaller subunit tasks so that
they fit together to efficiently realize the bigger task and

organizational goals.

Corporate (execulive) level
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Mechanistic and Organic Approaches (l)

O Rigid hierarchical relationships
O Fixed duties
O Many rules

O Formalized communication channels
O Centralized decision authority
J Taller structures

This approach works well in stable
environments and for organizations that
prioritize efficiency and predictability

(c) Américo Azevedo 2025

O Collaboration (both vertical and horizontal)
O Adaptable duties

O Few rules

O Informal communication

0 Decentralized decision authority
O Flatter structures

This approach is suited for dynamic
environments and organizations that
need to adapt quickly



mechanistic model vs organic model

Benefits of the mechanistic Benefits of the organic
model include: model include:
 Stability and * Flexibility to respond to
consistency in market changes
operations * Enhanced creativity and
* Clear expectations for innovation
employees * Improved employee
e Cost efficiency satisfaction and
through specialization development
e Effective * Rapid problem-solving
management through capabilities

established protocols
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Environmental Uncertainty and Organizational Structure

Low Environmental Uncertainty High
Mechanistic Structure Organic Structure
Simple structure Complex structure
Low differentiation High differentiation
Low integration High integration
Centralized decision making Decentralized decision making
Standardization Mutual adjustment
Organic Temporary

A ]

Organizational permanence of
Structure the structure
Mechanistic Durable
Environmental ::>
Stable . Instable
stability
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Basic organizational structures
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Differentiation is the process by which an organization allocates
people and resources to organizational tasks

» The process of establishing and controlling the degree of
specialization in the organization (division of labor)

= Establishes the task and authority relationships that allow
the organization to achieve its goals

= |n a simple organization, differentiation is low because the
division of labor is low

= One person or a few people perform all organizational tasks

* |n a complex organization, differentiation is high because the
division of labor is high
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Vertical and Horizontal Differentiation

= Vertical differentiation:

= The way an organization designs its hierarchy of
authority and creates reporting relationships to link
organizational roles and subunits

= The vertical hierarchy shows the chain of command

» Horizontal differentiation:

» The way an organization groups organizational tasks (ex.
functions and divisions)

= The horizontal differentiation shows the different jobs or
work specialization
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Vertical and Horizontal Differentiation: example

Dept. Dept. Dept. Dept. Dept. Dept. Dept. Dept. Dept.
head head head head head head head head head

Vertical Diferentiaton
{The [¥stnbution of Authonty)

Horizontal Differentiation |

(Growping of Organizational fasks) l
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Flat and Tall Organizations

A. Flat Structure B. Tall Structure
1

A
=
AR
A
A
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»Flat organization: Has few levels in its hierarchy relative to its size

=Tall organization: The hierarchy has many levels relative to the size of the organization

The choice between a more vertical or horizontal structure depends on
factors such as organisation size, industry, and strategic objectives.

Larger companies and those in highly requlated sectors tend to adopt more
vertical structures, while startups and creative industries often opt for more

horizontal structures.
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Span of Control (SoC)

the number of subordinates or direct reports a supervisor is responsible for

The number of employees who can be effectively and efficiently
managed by a manager

| m | | . | m
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The span for an entire organization can be calculated as:

Total Number of Employees SoC = Total Number of Employees (including managers)
. Total Number of Managers
Total Number of Managers

SoC =

_ Total Number of Non-Managerial Employees

ot Total Number of Managers
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Contrasting Spans of Control

Members at Each Level

(Highest) Assuming Span of 4 Assuming Span of 8
© 1 1
>
9 2 4 8 -
T 16 64
o
= 4 64 512 B
E 256 4,096
% 6 1,024
@] 4,096

(Lowest)

Span of 4: Span of 8:

Employees: =4,096 Employees: = 4,096
Managers (level 1-6) = 1,365 Managers (level 1-4) = 585 «——
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Example

Location of Group Leaders in Typical Chain of Responsibility
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Contrasting Spans of Control (ll)
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Flat Organization

Tall hierarchy
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Spans of Control (ll)

= Dependent on
= Skills and abilities of the manager (\age(
isti ) o .
o Employee.charactenstms | de.‘\(\e- e a0 &\\e\‘
= (Characteristics of the work being done .00 W\ \OO@\O Qe o)
= Similarity of tasks 02" \5\ INE SUCQO\)(\’@
= Complexity of tasks \ A\ CO(\’GOG ’Q(\QW\ o
= Physical proximity of subordinates \0565 O‘Y\O\
: : O
= Standardization of tasks A" ¢
Hot
2C
PR ~
,' Factor Factor Has Tendency to Increase Span of Factor Has Tendency to Decrease Span of
: Management When— Management When—
i 1. Similarity of functions 1. Subordinates have similar functions 1. Subordinates have different functions
: 2. Geographic contiguity 2. Subordinates are physically close 2. Subordinates are physically distant
: 3. Complexity of functions 3. Subordinates have simple tasks 3. Subordinates have complex tasks
I
: 4. Coordination 4. Work of subordinates needs little coordination 4. Work of subordinates needs much coordination
‘\ 5. Planning 5. Manager spends little time planning 5. Manager spends much time planning
\\ ______________ -
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narrow span of control

Advantages

1. Closer supervision and
better control over
subordinates.

2. The nature of work is
usually complicated.

3. Effective communication
between the subordinates
and their manager.

4. Better relationships
between managers and
subordinates

(c) Américo Azevedo 2025

Disadvantages

. Higher costs due to more

management layers

. Too much control over

employees might hamper
their original talent and
creativity.

. Extended hierarchy of control

results in a long time in
decision-making.

. More layers in the hierarchy

of management.



wide span of control

Advantages Disadvantages

1. In a wide span of control, 1. Ineffective management.
subordinates are more 2. Increased workload on
independent. managers.

2. Fewer layers in the 3. Less communication
hierarchy of management. between managers and

3. The nature of work is subordinates reduces the
repetitive. control of the manager.

4. Cost-effective due to fewer 4. Risk of manager burnout
managers needed due to overseeing many

employees
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The average Span of Control (SoC) varies by industry,
organizational structure, and management style

Low SoC (5-7) — Tall Hierarchies High SoC (15-25) — Flat Hierarchies
« Seen in government, military, and « Common in startups, agile
complex industries. environments, and customer
« Allows more control and supervision. service industries.
* Increases bureaucracy but ensures * Encourages decentralization
tight oversight. and autonomy.
« Managers focus on strategy
Moderate SoC (8-15) — Balanced rather than micromanaging.
Approach

« Found in most corporate settings
and manufacturing.

 Provides a balance between control
and efficiency.

«  Works well when employees need
some autonomy but also managerial
guidance.
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Integration: the process of coordinating the differents parts of an
organization

= Seeks to achieve unity among individuals and groups

= Vertical integration
= Rules and procedures

= Plans and schedules

= Horizontal integration
= |jaison roles
m Task forces

= |[ntegrator position
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Elements of Organizational Design

= Work Specialization (division of labor: low / high)

» Departmentalization (breaking up the organization in
coherent units)

= Chain of Command and Unit of Command
= Span of control (less / more)
= Centralization and decentralisation

= Formalisation
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Chain of Command and Unity of Command

= Chain of Command - refers to the formal line of

authority, communication, and responsibility within an
organisation

= The continuous line of authority that extends from upper levels of
an organisation to the lowest levels of the organisation and
clarifies who reports to who.

= Unit of Command principle

= The concept that a person should have one boss and should
report only to that person (a subordinate should have only one
SUpervisor),

= Adopting a unity of command structure has several
advantages for both managers and employees: Clarity,
Efficiency, Accountability, Morale
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Factors Affecting the Shape of the Hierarchy

s Centralization

= As the hierarchy becomes taller and the number of
managers increases, communication and coordination
problems grow....solution to this...

m Decentralization

= The authority to make significant decisions is delegated to
people throughout the hierarchy, not concentrated at the
top
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Authority, Responsability and Accountability ,\“’ ..
= Authority "-"

= The power or right to give orders, make decisions, and enforce obedience.
Authority is the right or power assigned to a manager in order to achieve
certain organizational objectives.

= Responsibility

= Responsibility is defined as an obligation to perform or complete the
assigned task. It is the duty of the subordinate to complete the delegated task
adequately.

= Responsibility can be shared but not delegated

= Accountability

= Required or expected to justify actions or decisions; every employee and
manager is accountable for the job assigned to him.

= Accountability can neither be shared nor delegated
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= Authority grants power, responsibility involves task fulfilment, and
accountability ensures answerability for results.

= A manager with authority to assign a project is responsible for its
completion and accountable to superiors for its success.

= Authority can be delegated, responsibility can be shared but not
delegated, and accountability can neither be shared nor delegated

= Example: A manager can delegate the authority to approve minor
expenses to a supervisor.

= Example: A team may share responsibility for a project, but each
member retains their individual responsibility.

= Example: A CEO is accountable to the board of directors for the
company's performance, even if they have delegated specific tasks.

(c) Américo Azevedo 2025



Line and Staff Authority

e e Line — direct conﬁrol of
e o the work of subordinates
by hiring, discharging,
evaluating, and
Lagp A * [i==smcsssssemsssas e ! rewarding them
I 1
I | | 1
1 ! !
e e e Staff — Staff authority is
; the right to advise or
i , l I l counsel those with line
L reree || | s T | | Fr— authority. For example,
=== | - = human resource
department employees
help other departments
While line authority maintains the core operational by selecting and
structure, staff authority enhances decision-making through  developing a qualified
specialised expertise. workforce.
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1 T1E HTSL UECISION Ir creadrig drl orgariiZdioridl strucCLure
is to decide how to group people and jobs into work
b

= Some common bases for grouping jobs together:
Function; Product; Customer; territory

= Traditionally organizational structures are classified
in following main categories:

= Functional
= Divisional
= Matrix

= Hybrid
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Functional Structure

similar tasks are grouped together

Headquarters
Top Management

Supply:

Materials, ‘:J>
Labor,

Equipment

——— Information flow

:> Product flow

Manufacturing

(c) Américo Azevedo 2025
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=

Sales

=

People performing similar tasks
are grouped together

Members of functional
departments share skills, technical
expertise, and responsibilities

Functional structure is
appropriate if the organization:

= imits itself to producing a small
number of similar products

»Produces those products in one or
a few locations

=Sells them to only one general type
of client or customer



Advantages of a Functional Structure

CEO

i

= Provides people with the opportunity to learn from one another and
become more specialized and productive

= People who are grouped together by common skills can supervise
one another and control each other’s behavior

= People develop norms and values that allow them to become more
effective at what they do
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Improving Integration in a Functional Structure

Problems

Communication problems
Measurement problems
Location problems
Customer problems

Strategic problems

Managers can solve control
problems by redesigning the
functional structure to increase

integration between functions

(c) Américo Azevedo 2025
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B. After




Divisional Structure

is important because it allows companies to grow through diversification

= (QOrganizations most commonly adopt the divisional structure
to solve control problems that arise with too many products,
regions, or customers

= |n a divisional structure people, jobs, and activities are
together based on:

= product produced or service provided
" process
. Ty
= customer or client served s urces
o . an
uses wit\es
g. FOC 4 56““(6"\ of atV!

. \L .
= geographic area e ucts 3T cate

es-
nes?
wea¥

= They have a complete structure and are separate from the
headquarters
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Divisional Structure: product-based

Bombardier, Ltd. I

Mass Transit Recreational and Rail Products
Sector Utility Vehicles Sector Sector
I ' I |
Mass Transit Bombardier-Rotax Rail and Diesel
Division (Vienna) Products Division

i | i i

Recreational Products Logistic Equipment Industrial Equipment Bombardier-Rotax
Division Division Division (Gunskirchen)

+ Allows specialization in particular products and services
+ Managers can become experts in their industry
+ Closer to customers

— Duplication of functions o
Each product division

uses the services of the
central support function

— Limited view of organizational goals
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Divisional Structure: Geographic-Based Structure

Europe
division

« Advantages

* More effective and efficient handling of specific regional issues that
arise

» Serve needs of unique geographic markets better
« Disadvantages
* Duplication of functions

 Can feel isolated from other organizational areas
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Divisional Structure; Customer-Based Structure

Corporate
customer
division

+ Customers’ needs and problems can be met by specialists
- Duplication of functions
- Limited view of organizational goals

(c) Américo Azevedo 2025



Disadvantages of a Multidivisional Structure

» the company has duplicated business functions. Each unit
operates separately and has its own business function.

= For example, each has a marketing function. Thus, to fill positions in the marketing
department, companies must recruit more people.

= Business unit managers have an interest in their operation
area. So, they don't think about other business units

= Managing the corporate-divisional relationship
= (Coordination problems between divisions
= Bureaucratic Costs

= Communication Problems

(c) Américo Azevedo 2025



Example
Pharmaceutical Company with a Functional Departmentalization Structure and with a
Divisional Departmentalization Structure

=
¥ ¥ { ¥ ¥
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Matrix Organization Structure

Vice President
operations

Vice President
manufacturing

Vice President
sales and
marketing

Region B
manager

Region C

manager

PROJECT
MANAGER

PROJECT

it il

MANAGER

(c) Américo Azevedo 2025

Combines the functional
and divisional structures

The people belong to
two formal groups at the
same time, a functional
group and a project team
(they report to two
SUpPErvisors)

Matrix structures allow
cross-functional teams to
share expertise and
information quickly to
solve problems



Advantages and disadvantages of a Matrix Structure

Advantages Disadvantages

= The use of cross-functional = The lack of a clearly defined
teams reduces functional hierarchy of authority can
barriers and subunit orientation lead to conflict between

functions and product teams

= Opens up communication
over the use of resources

between functional specialists

= People are likely to
experience a vacuum of
authority and responsibility

» The matrix enables an
organization to maximize its use
of skilled professionals, who
move from product to product = Matrix lacks a control
as needed structure that leads

employees to develop stable

= The dual functional and product .
expectations of one another

focus promotes concern for
both cost and quality

(c) Américo Azevedo 2025



Hybrid structure: combines different types of structure

CEO

Corporate Headquarters Staff
|

Senior Vice

The larger the
organization, the
more likely it is that

Senior Vice

Seni_or Vice Seni_o rice President President th €0 rg aniz atl on wi | |
Pzl President Materials Research and 1
R AUz Management Development U Se a hy b [l d
’ % ‘ structure
General Manager President President

Functional Groups

A

Functional Groups

Functional Structure Product Division Structure
Automotive Products Division Personal Computers Division
(c) Américo Azevedo 2025

Functional Groups
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Matrix Structure
Consumer Electronics Division



Organizational Structures

STRUCTURE FUNCTIONAL ORGANIZATION DIVISIONAL ORGANIZATION MATRIX ORGANIZATION PROCESS ORGANIZATION
CEO CEO
CEO CEO
| ]
| | | ]
Human .
Resources Finance Marketing R&D
ORGANIZATIONAL
CHART Product
Product Product Product n?",;::m 1 P“l;.:co;:s 1, [T ‘>
R&D Marketing Production Division 1 Division 2 Division 3
Product
Division 2 p“?;::s 2 [[TTTTTTTTT T TS ‘>
Economies of scale within functions are achievable. Suited to rapid changes in an unstable environment Gives the organization the coordination needed to Allows the organization to respond with flexibility
Specific know-how and competencies can be Generates greater customer satisfaction due to clear respond to diversified demand from customers and speed to the changing needs of customers
developed. responsibility for product and points of contact Allows for flexible management of human Focuses everyone’s attention on producing and
The organization can attain functional goals. Allows high coordination among different resources among various products distributing value to the customer
. . . functions Complex decisions can be made and the Gives every employee a broader vision of
Appropriate for companies with one or a few organization can adapt to sudden changes that organizational goals
STRENGTHS products Enables business units to adapt to differences in 8 apLic 8 8 8
. typify very unstable environments. .
products, regions, and customers Encourages teamwork and collaboration
Suited to large companies with several products Knov\_/-how and competencies, in terms of both Improves quality of life for employees by giving
functions and products, can be developed. e L
Decentralized decisio Kin them the chance to share responsibilities, decisions,
1z 1sion- g Appropriate for medium sized organizations with and results
several products
Responds slowly to environmental changes No economies of scale within functions Dual authority leads to confusion and frustration Determining the core process is difficult and time-
May result in decision-making bottlenecks, Little coordination among various product lines among employees. consuming.
hierarchical overload . . Intense employee training is needed to develop Organizational culture, division of labor, managerial
No specific know-how or competencies are P . s B 5 .
. . s . solid interpersonal relationship skills. philosophy, information and reward systems all must
Little horizontal coordination among various developed. be changed
departments Inteerat d standardizati . Time-consuming: involves frequent meetings gec.
- . . . gration and § 1zalion among Various sessions to resolve conflicts. Traditional managers could object when they have to
Negligible results in terms of innovation product lines proves very difficult. ive up power and authorit
WEAKNESSES 1t doesn’t work if people don’t adopt strong giveupp Y-

Centers on a narrow view of corporate goals

horizontal and collegial interpersonal relationships
rather than vertical ones.

Major effort is required to maintain the balance of
power.

Considerable effort in training personnel to work in
very horizontal team environments is required.

Development of specific know-how and
competencies may be limited.

(c) Américo Azevedo 2025

Adapted from Richard L. Daft, Organization Theory and Design, 2001




When is organization design most appropriate?

= The business strategy has changed

= internal factors(e.q., introducing a new product or entering a new market)
or

= external factors (e.qg., competitor actions, industry trends, introduction of
disruptive technology)

= The organization is under-performing

= poor alignment of the structure, e.g. lack of coordination between
interdependent work units, excessive conflict, unclear
roles/responsibilities, poor work flow, reduced responsiveness/flexibility,
and poor resource allocation.

= The organization is experiencing strong growth

= There has been a change in leadership

= New leaders frequently use organization design as an initiative to shake-

up or transform the organization.
(c) Américo Azevedo 2025



Others alternatives: Front-Back Organization

. CEO
business-focused
customer-focused

Front-end units

Back-end units

Customers Regions

Products Functions

Suppliers such as IBM, Accenture, and Procter & Gamble have formed multi-functional, multi-

business, multi-country customer-facing units.

This front-back model allows these companies to achieve global scale with their businesses and
local adaptation and customization for their customers.

Structure Strengths Weaknesses

* An alternative way (in addition to Matrix) to optimize | *Very complex to manage (needs top-down management
from CEO and Executive Committee combined with

on multiple dimensions at once (e.g., products,
functions, customers, regions) lateral coordination throughout organization)

Front-Back
*Often suited to large, complex organizations
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The Spotify Model

is a people-driven, autonomous approach for scaling agile that emphasizes the importance of culture and network

) @QO@
0000
OO0
0000 0000

Squads are cross-functional, autonomous teams
(typically 6-12 individuals) that focus on one
feature area. Each Squad has a unique mission
that guides the work they do, an agile coach for
support, and a product owner for guidance.

» po o
Q92

Chapters Even though Squads are autonomous,
it’s important that specialists (e.g. Javascript
Developer, DBAs) align on best practices.
Chapters are the family that each specialist has,
helping to keep engineering standards in place

. . . across a discipline.
Tribes help build alignment across Squads and

typically consist of 40 - 150 people in order to
maintain alignment. When multiple Squads
coordinate within each other on the same feature

area, they form a Tribe.
(c) Américo Azevedo 2025

Guild Team members who are passionate about
a topic can form a Guild, which essentially is a
community of interest.



The Organization Manual / Functions manual

Organization
Manual

Organization Dﬁscriptipn N
each organization
Chart

unit / position

Objectives J~ Responsibility

Authority Tasks
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Examples of Organizations Chart

(c) Américo Azevedo 2025



Hospital Garcia de Orta, EPE
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The Four-Dimensional Structure (Ex. Procter & Gamble)

Chief Executive Officer
CFO - Vice Chairman President CO0
HR — - Global Beauty Global Operations ]
CTO — Hair Care — Asia — Customer
Central & Business
Product | Braun — Eastern Europe Development
Supply Personal Beauty — Middle East & Africa —
Legal — Professional Care — Northeast Asia —
External Prestige Products — Western Europe —
Relations Global Household — Greater China — _ Global Wal-
CIO and Global Fabric Care — Latin America — mart Team
Business Services Baby Care — North America — .
Strategy — Home Care —
GMO - Family Care — ‘ ‘
(1) business functions,
R&D (2) global business units,
Global Health and | (3) market development organizations
Well Being (regions)
. (4) the Wal-Mart customer team (Wal-
Well Being —

Feminine and HealthCare —

Oral Care —

Health Care —

Mart is one of P&G's many large
customers)



IBM’s Multi-Dimensional Structure

IBM

Functions
L I & ' ' : i IR CLO
egal R&D Supply Chain Marketing Human Resources
Products & Solutions Customers & Geography
Hardware Software Global Services Front End
B [ ; : | ] |
| Desktops | Operating —Systems Integration America EMEA Asia
B E —Consulting |__Financial | Financial __Financial |__Financial
—Education
_Distribution  —Distribution  —Distribution | Distridution
— PCs — Lotus Solut
CRM — Manufacturing |—Manufacturing |—Manufacturing | Manufacturing
— Semiconductors mm Business
Intelhigence —Govemment [—Govemment [—Govemment [—Govemment
P
—Partners — Partners — Partners —Partners
—Services
. Services EMEA
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GE Company Organization Chart

UPDATED OCTOBER 2012

Corporate Executive Office

Board of Directors

Jeffrey R. Immelt
Chairman & CEO, GE

T~ Home &
s gn,:en R Healthcare Business Transportation
ge Solutions
John G. David L. Daniel Daniel C. Steve John M. CharleneT. Lorenzo Michael A.
Rice Joyce Janki Heintzelman Bolze Dineen Begley Simonelli Neal
Vice Chairman Vice Chairman
President & President & President & President & President & President & President & President & Chairman &
CEO, Global CEO, GE CEO, GE CEO, GE Oil & CEO, GE Power CEO, GE CEO, GE Home CEO, GE CEO, GE
Growth & Aviation Energy Gas & Water Healthcare & Business Transportation Capital
Operations Management Solutions & CIO
Corporate Staff
Commercial, . ,
public Relations Business Development Legal Global Research Human Resources Finance
Elizabeth J. Comstock Pamela Daley Brackett 8. Denniston, Il Mark M. Little John F. Lynch BARIS. Sherin
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Hitachi

(c) Américo Az
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Hoard of Directors

Chairman

President

Senior Executive Committes

_{ Fukushiza Progect Sepervaoey Office

L]

Sereet Tramfonmaton Projpoct [nitistives Divisos

Group Strategy Committes

Rescarch &
Developesemnt Groep

Techoology Straegy Otfice

Cemnl Research Latoratocy

Hiachi Research Labosaicey

Yokobama Research Ladoratocy

Desigz Dision

J

1 End.ww-End Sspply Chain Project Dividos

Socisl hsovat

= Busniess Progoct Divasica

Health Care Company

Healh Care Plan=izg Divivon

Heakh Care Businoss Division

alh Care Sales & Markesng Division

Chie? Execumve Officer for Asa Pacific

Chief Execative for Chisa

Chicf Exocative for Asia

| '

1 Chiet Executive

¢ Lurope

J '

1 Chief Executive for tho Americas

Power Systems
Company

Sraegic Management Division

Power Systems Salos Managemen Divison

Escrgy Systerm Divisicn

Naclear Systetrn Division

Global Nuchear Lzergy Busimess Division

Power & Indusnal Systerns Dinvision

Tramennsica & Datribulicn Syasterr Divisica

Hrachi Works

Girosp Coenpazry Office

Firumce Group

Human Capetal Group

Legal 2=d municalicen Grogp

i I N N

Risk Maragemen Growp

{ IT Strateygy Divisicn

Corpocate Salos & Marketing Groep

Corporaie Procuremcrt Divasicn

MONOZUKURI Srasegy Division

Corpocaw Qualey Assurance Division

w e

—_——_

lefeasracture Systems Stratepic Plasing Division

lefrasracture Systems General Sales Divasica

Infrastrucsare Systems
Company

Global Basimess Managemen: Division

Ohverseas Megaprogect Division

Usban & Escrgy Soluticen Divisicn

Water & Environmen: Solunons Divison

Industnal Flant Soksticns Division

Compoecats Divasica

Twschasra Works

Omnika Works

Omoct Works

Rail Syswoms
Company

Sales & Marketizg Diviion

Kasado Works

Urban Planng and
Developenest Systerss

Ceerpasry

Business Srasegy Manzing Divison

Global Basizess Divavicn

Deencdtic Busnes Divisicn

Global Developmen: & Prodection Division

crae Sysiesas Comnpas

{ [T Services Divisice

; Insellecssal Property Division

HR Operatioans and Adnnivestion Center

® =00 fixed-term onganszatxon

1 Board of Directon Office

—_—-

Sraegy Planning & Developmens Of

IT & Bosiness Process lnnovation Division

Sales Ma=apemert & Accoartng Divisica Growp

Fanzeciad [nfoessation Systerm Seles Managonest Divisica

Government & Pabic Corpocanon Information Sysoms

Salos Management Divison

Global Basizeas Plammisg & Operations Divivos

Lneerpnse Sokations Sales Mazagemers Division

General - Macket Busness Management Division

Network Syaterr Seles Manzgpomest Division

Information &
Teloccermication
Systeern Corspuary

System Sotioos Division Group

Azpicanons Services Divison

Pinancial Infoemation Systoms Division

Payracent Services Divivos

Government & Pabic Corpocanon Information Sysoms

Dirison

Services Divios

| I —— O ~




ATR

| ATR is one of the world's leading aerospace companies and the largest manufacturer of regional aircraft. Headquartered in Toulouse, South of France, ATR employs
nearly 1000 people across Europe, with major operations in the Blagnac and St Martin aeras of the Midi Pyrénées region. Total company revenues for 2011 were over
US$1.3 billion.

: % FILIPPO BAGNATO
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Chief Executive Officer

ﬁ lew bio

l {

 ERICBARAVIAN

i

3 ‘ ‘ Senior Vice President Finance & Cnief Financial Officer

'm XAVIER LAMBERT

Head of Human Resources

lew bio

LILIAN BRAYLE ALDO MUCCIARDI

Senior Vice-President Product Support & Services Secretary General

lew bio

THIERRY CASALE

Senior Vice-President Operations

FREDERIC TORREA

General Counsel

lew bio

JACQUES DESBARATS

Senior Vice-President Commercial

GIOVANNITRAMPARULO

Sales Finance Special Advisor
Vnew bio

lew bio

CARMINE ORSI

Senior Vice-President Technical

lew bio
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MIT
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Chancellor
Cynthia Barnhart

Dean for Graduate
Ecducation
Christine Ortiz

Dean for
Undergraduate
Education
Dennis Freeman

Dean for
Student Life
Chris Colombo

Director of Digital
Learning
Sanjay Sarma

A

President
L. Rafacl Redt

Provost

Martin A. Schesict

Dean, School of
Architecture and
Planning

Adtle Naudé Santos

Dean, School of
Engineering
lan A. Waitz

Dean, School of
Humanities, Arts, and
Social Sciences
Deborsh Frzgersid

Dean, School of
Sclence {Interim)
Michael Sipser

Dean, MIT

Sloan School
Management
David Schesittinin

Associate Provost
Philip S, Khoury

Director of Libraries
(Interim)
Steven Gass

Institute Community
and Equity Officer
Edmund Bertschinger

Vice President for
Research
Maris T. Zuber

Vice Presigent
Claude Canizares

Director,
Lincoln Laboratory
Eric Evans

Chancellor for
Academic Advancement
W. Eric L. Grimsen

Vice President and
Secretary of the
Corporation

Kirk D, Kolenbrander

Vice Prosident for
Rescurce
Cevelopmant

78D

Vice President
and General Counsel
R. Gregory Morgan

Arthony P. Sharon

L | Executive Vice
President and Treasurer
israel Rulz

Deputy Executive

Vice President and
Interim Vice Prosident —
for Human Rescurces

Vice President for
Information Systems

and Technology —
John Charies

Vice President for
Finance
Michael W, Howard —

NOTE ON THE REPORTING RELATIONSHIPS

Also reporting to the President are the Executive Vice
President of the Alumni Association and the President of the
MIT Investment Management Company. These relationships
are shown on the Corporation and Institutional Officers chart.

The Vice President for Finance reports to the Executive Vice
President and Treasurer, and to the Provost.



U P ESTABELECIMENTO DE ENSINO SUPERIOR

UNIVERSIDADE DO PORTO
]
REITORIA
|
| |
UNIDADES ORGANICAS SERVICOS AUTONOMOS
| |
UNIDADES ORGANICAS DE UNIDADES ORGANICAS DE
ENSINO E INVESTIGACAO S TIGACRD {em con )
Faculdade de Arquitectura Centro de Recursos e
| " Servicos Comuns
Faculdade de Belas Artes
de o0 Soclal

A Universidade do Porto pode integrar na sua organizacdo como blocos constitutivos as
seguintes entidades:

Reitoria

I Unidade Organica

Agrupamento de unidades organicas

Servigos auténomos

Faculdade de °
w Reitoria

() Américc A Reitoria € o nucleo central da organizacdo da Universidade do Porto e integra todos os
orgaos de governo central.




General Motors’ Organization Structure, 1921

] [

(©) Américo Azevedo 2025 Source: A.P Sloan, My Years with General Motors, Orbit Publishing, 1972, p. 57.



General Motors’ Organization Structure, 1997
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General Electric’'s Organization Structure, 2002
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Mobil Corporation, 1997
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