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ABSTRACT
The study examined the effect of organizational structure on corporate performance of Globacom Limited. It was established that organizational structure is the formal system of authority, relationships and tasks that control and coordinate employee actions and behavior to achieve goals in an organization. There are different types of structures including centralization, formalization, sales growth, integration, differentiation, autonomy, administrative component, delegation of authority, adaptiveness or adaptation, production, efficiency and job satisfaction. 
The study made use of primary data. Descriptive statistics and regression analysis were used to analyze the data. The population of the study comprised 4, 575 employees of Globacom at junior, senior and management cadres. Out of the 368 questionnaires administered, 327 copies were returned, indicating a response rate of 88.2 %.
The findings showed that employees unanimously agreed that their organization has satisfactory performance in the areas of profitability, sales growth and market share. The opinions of the respondents reached a consensus that the organization is centralized, formalized and complex.
On the premise that the probability value of the estimated coefficients of the independent variables is less than the standard 0.05, the following alternative hypotheses were accepted.Centralization has significant effect on profitability position of Globacom Limited; Formalization has significant effect on market share of Globacom Limited; Complexity has significant effect on sales growth of Globacom Limited.
The study concludes that organizational structure affects corporate performance with respect to profitability, sales growth and market share. The study recommended; Management of Globacom Limited are encouraged to adopt lesser layer in organizational hierarchy; Management are advised to reduce applying too rigid rules. Management are advised not only to adopt appropriate technology while designing structure but also always respond to changes in technology. Management should combine elements of both task routine and variety in organizing employees for carrying out task in order to reap the advantages of both systems of task assignment.
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CHAPTER ONE
        	INTRODUCTION
1. Background to the Study
The literature on organization structure-performance relationships is among the most vexing and ambiguous in the field of management and organizational behavior (Ogosi&Agbaeze, 2018). Hence, evaluations and generalizations concerning the nature and directions of these relationships are tenuous. This underscores the relative lack of generalizability of research in the area and the need for sound study of the structure-performance literature (Dalton, 2019). For decades, it has been argued that an organization’s performance demands that it simultaneously explore and exploit options that highlight the proper structure (O’Reilly &Tushman, 2019). Thus, the fundamental problem confronting organizations is to organize in a way that will ensure its current viability and at the same time, devote energy to create a structure that will ensure future viability by enhancing performance (Blau, 2013). As submitted by Dalton (2018), organizational structure may be considered as the anatomy of the organization, providing a foundation within which the organization functions. Thus, organization structure is believed to affect the behavior of organization’s members.
All organizations have a structure. Lunenberg (2021) suggested that organization structure has two basic functions, each of which is likely to affect individual behavior and organizational performance. First, organizational structures are designed to minimize or at least regulate the influence of individual variations on the organization and the structure set the stage in which power is exercised, decisions are made and the organization’s activities carried out. Van de Ven (2018) highlighted the importance of organizational structure both at the organization and subunit levels for performance. In that light, Blau (2019) opined that not only does structure assist in systematic comparisons of many organizations, it also establish relationship between the characteristics of organizations and stipulate the conditions under which these relations hold, thereby providing the material that needs to be explained by theoretical principles and important guides for driving these principles of the organization.
Behind every great company, division or team is a great organizational structure. The structure of an organization is tailored to its divisions or team’s goals, and one that helps employees understand how they fit into the bigger picture. Without the proper structure in place, an organization may fail to function efficiently, or even collapse (this have been one of the major reasons for most corporate failure). Poor organizational design and structure results in a bewildering morass of contradictions: confusion within roles, a lack of coordination among functions, failure to share ideas, and slow decision-making, brings managers unnecessary complexity, stress and conflict (Ogosi&Agbaeze, 2020).
Centralization is the process by which the activities of an organization, particularly those pertaining to planning and decision-making within an organization are concentrated to a specific leader or location (Lunenberg, 2020). In a centralized organization, the decision-making powers are retained in the head office, and all other offices receive commands from all other offices. The executives and specialists who make critical decisions are based in the head office. Similarly, in a centralized government structure, the decision-making authority is concentrated at the top, and all other lower levels follow the directions coming from the top of the organization structure. According to Zachary (2019), when an organization follows a centralized management structure, it can focus on the fulfillment of its vision with ease. There are clear lines of communication and the senior executives can communicate the vision of the organization to employees. In the absence of a centralized management, there will be inconsistencies in conveying the message to employees because there are no clear lines of authority. Directing the organization’s vision from the top allows for a smooth implementation of its visions and strategies.
Formalization in organizational structure is a process in which managers specify the procedures, rules and responsibilities for the individual employees, departments, groups, teams and the organization as a whole (Warren & Derris, 2018). In a formalized organization, the official organization of a business is typically hierarchical in nature. The formal structure for an organization can generally be found on its organizational chart that usually includes staff names and their official job titles within the organization (Olajide, 2018). A formalized organizational structure focuses on roles and positions rather than the people in the positions. Formalization is enforced to rationalize the decision-making process within an organization (Lunenberg, 2020). Formalization is more like a bureaucratic process, in a way; management set clear, concise rules, which the organization and employees have to respect.  A formalized organization is critical for the organization in which issues are known and changes are implemented slowly and purposefully.
Complexity in organizational structure focuses on how multiple entities of an organization differentiate among themselves (Lunenberg, 2019). It refers to the number of resources that are involved in a division, project or team. If the size of the organizational structure is huge that organization is said to be complex. There are a few reasons why an organization might be complex, namely having multiple stakeholders like customers, suppliers, regulators, investors, public and competitors; multiple organizational structures like divisions, subsidiaries and joint ventures; multiple people are involved in a completing a particular job and multiple steps that have to be followed in a process to get a job done (Lebans&Eukse, 2018).
Organizational performance is an indicator that measures how well an organization achieves their objectives. Organizational performance can be assessed by an organization’s efficiency and effectiveness of goals achievement (Nwosu, 2019). Organizational performance comprises the actual results of an organization as measured against its inputs. Organizational performance measures allow companies to focus attention on areas that need improvement by assessing how well work is done in terms of cost, quality and time. According to Olajide (2019), some structure is necessary to make possible the effective performance of key activities and to support the effort of staff. Organizational structure represents a formalized framework within which management operates. It is by means of organizational structure that the purpose and work of the organization can be carried out. The fact that employees and leaders in an organization are involved in idea generation and implementation makes the incorporation of the concept of organizational structure very important (Ogosi&Agbaeze, 2019). The interplay of leadership and relationship styles can positively or negatively affect employee performance as well as organizational performance.
0. Statement of Problem
Managers who set out to design an organizational structure face difficult decision. They must choose among myriads of alternative frameworks of jobs and departments. There is no consensus on the most appropriate organizational structure that enhances organizational performance (Latifi, 2014; Malik, 2019). In recent times, organizations in an attempt to adopt the best organizational structure have faced a lot of problems. Also, many organizational flaws can be related to an inappropriate structure chosen in order to reach a desired goal. An appropriate structure is contingent upon both the type of work to be performed as well as the environment in which the organization conducts business (Ogbo&Chibueze, 2018). Different structures provide different strengths and weaknesses to work to be performed and it is therefore important to find a suitable structure that would provide desired outcomes. These problems encountered by business organizations in choosing suitable forms of structure are complexities associated  with the recent shift from authoritarian to decentralized structures stressing employee empowerment, inability of managers to identify the best form of structure that should follow strategies adopted by their individual organizations, inability to employees to adapt to existing and changing structures and the difficulty in maintaining a stable structure as a result of the ever changing business environment.
Scholars such as Zachary (2018) and Malik (2019) pointed out some deficiencies about centralization. According to them, centralized management is analogous to a dictatorial form of leadership where employees are only expected to deliver results according to what the top management assigned to them. In a centralized management, employees are unable to contribute to the decision-making process of the organization, and they are merely implementers of decisions made at higher level. Even when employees face difficulties in implementing some of the decisions, the executives will not understand because they are only decision-makers and not implementers of the decisions. The result of such actions would be a decline in performance because the employees lack motivation to implement decisions taken by top management without inputs of subordinates.
Formalization is a strict organizational structure that establishes highly formal relationships between the management and employees based on their professional relations. Formalization does not admit the establishment of cordial, friendly and personal relationships between management and employees (Myers, 2019). However, such relations are quite challenging for employees because they cannot feel the personal support from the management. Instead, they feel being a part of the rigid machine, where their relations are highly formalized and there is no room for more personal and friendly relations. In such a way, formalization widens gap between management and employees (Ajagbe, 2019). 
Increased complexities in an organization tend to result in higher manager-to-worker ratio, which can in turn increase costs or leads to conflicting employee loyalties. Increased complexity can also create gridlock in decision-making if a manager on one end disagrees with another manager. Blurred authority in highly complex organization leads to reduced agility in decision-making and conflict resolution (Latifi, 2018).  As pointed by Hsieh and Hsieh (2018), the defects of organizational complexity are it involves huge cost of administration. Secondly, it tends to generate confusion over authority and responsibility. Thirdly, it has high prospects of conflict and excessively focuses on internal relations. The problem with a complex organization is the negative effect of dual authority. Product or business group managers and functional managers have equal power. There is possibility of conflict and frustration, which could eventually thwart the performance of the organization. Complexity can affect market share positively or negatively. On the positive side, complexity facilitates multiple units, subsidiaries and ventures which could make an organization a force to be reckoned with in the industry. Most complex organizations are dominant in their industry of operations. However, on the other side, complexity results in excessive cost of administration, which could gulp firm’s funds in this area, thus hampering on sales, with reduced sales, the proportion of company’s sales to industry’s sales, which is the market share, drops (Nwosu, 2019).
0. Research Questions
The questions of interest in the study are:
i. To what extent has centralization influenced the profitability of Globacom Limited?
ii. What is the contribution of formalization to sales growth of Globacom Limited?
iii. What is the impact of complexity on the market share of Globacom Limited?


0. Objectives of the Study
The main objective of the study is to examine the effect of organizational structure on corporate performance of firms in Nigeria – a case study of Globacom Limited. The specific objectives are: 
i. To assess the effect of centralization on the profitability of Globacom Limited.
ii. To investigate the effect of formalization on the sales growth of Globacom Limited.
iii. To explore the effect of complexity on the market share of Globacom Limited.


0. Research Hypotheses
Based on the objectives, the following hypotheses were developed in order to make valid conclusion on the subject matter. The hypotheses are expressed in their null form:
1. H01:  Centralization has no significant effect on profitability of Airtel Nigeria Limited.
2. H02:  Formalization has no significant effect on sales growth of Airtel Nigeria Limited.
3. H03:  Complexity has no significant effect on market share of Airtel Nigeria Limited.
0. Significance of the Study
The study will be of unquantifiable benefits to the management of focused organization, Globacom, the Nigerian telecommunication industry and researchers. 
The study will prompt the management of Globacom to appraise the current structure they have been adopting to determine whether it is substantially enhancing their corporate performance, and if otherwise, it unveils the best structures, management can adopt to achieve improved performance. 
Moreover, other organizations in Nigerian telecommunication industrycan follow suit to review their structure against performance to ascertain if their existing structure should be maintained or replaced. Managers will find this study worthwhile as it espouses alternative decisions that can be made given a particular structure to foster organizational efficiency and effectiveness. Employees will equally find this study relevant as it educates them on how to adapt to structure adopted in their organizations for improved productivity and performance. 
This study serves as a body of reserved knowledge on organizational structure and corporate performance that can be consulted by students, lecturers and researchers in their subsequent research undertakings. Researchers willing to conduct further studies on organizational structure and corporate performance in Nigeria will find this study beneficial as it dig-deep the subject matter from the Nigerian telecommunication industry.


0. Scope of the Study
The study is streamlined to organizational structure variables such as centralization, formalization and complexity and organizational performance variables namely profitability, sales growth and market share.  The study will be carried out in the headquarters of Globacom Limited in Lagos.  The unit of analysis of the study is the employees of Globacom Limited at junior, middle-level, senior and management level positions. Based on the information obtained from the Human Resource Department of Globacom Limited, the population of the study is 4,575 employees at junior, middle, senior and management positions. 
1.9     Definition of Terms
Organizational Structure: Organizational also describes the allocation of authority and responsibility and how rules and regulations are executed by workers in an organization (Al-Qatanweh, 2019).
Corporate Performance:  This refers to the extent to which an organization has been achieving desired results with respect to profitability, market share and sales growth (Ajagbe, 2018)
Centralization: This is a method of organization and management where decision-making powers are concentrated in the hands of top management of an organization (Jones, 2020). 
Complexity: This refers to the number of occupational specialties included in an organization and the length of training required for each (Nwosu, 2021).
Formalization: This is a process in which manager specify procedures, rules and responsibilities for the individual employees, organization units, groups, teams and the organization as a whole (Malik, 2020). 
Profitability:  This refers to the degree to which a business yields profit or financial gain.
Sales Growth:  This represents the percentage increase or decrease in sales volume over a specific period of time.
Market Share: This refers to the portion of a market controlled by a particular company or product
CHAPTER TWO
LITERATURE REVIEW
2.0      Conceptual Review
2.1   Concept of Organizational Structure
Organizational structure is how job is formally divided, grouped and coordinated (Malik, 2018). It is the anatomy of the organization, providing a foundation within which organizations function. Nnabuife (2019) defines organizational structure as the setting up of a structure or mending an already existing one to suit the organizational environment and the demands of technology. This implies that organizational structure influences the way in which work flows in an organization and therefore, different design or structure can help or hinder different strategic objectives and also aid or hinder employees in their role. Organizational structure according to Jones (2018) is the formal system of authority, relationships and tasks that control and coordinate employee actions and behavior to achieve goals in an organization. Organizational structure describes the formal arrangement of jobs and tasks in an organization (Al-Qatanweh, 2019). Organizational also describes the allocation of authority and responsibility and how rules and regulations are executed by workers in an organization. 
Feng (2019) conceptualized organizational structure as facilitating interactions and communication for the coordination and control of organizational activities. Olajide (2015) maintained that organizational structure is implemented in terms of standardization, formalization and centralization. Specialization refers to the number of occupational specialties and the length of training required or the degree to which highly specialized requirements are spelt out in formal job descriptions for various functions (Armour&Teece, 2020). Formalization refers to the rules, procedures and written documentation such as policy manuals and job descriptions that prescribe the rights and duties of employees and centralization refers to the level of hierarchy with authority to make decisions (Armour&Teece, 2020). Powley and Nissen(2021) conceptualized organizational structure as the way in which responsibility and power are allocated inside the organization and work procedures are carried out by organizational members. Organizational structure is the internal pattern of relationships, authority and communication and also the network of relationships and roles existing throughout the organization. Warren and Dennis (2018) viewed organizational structure as the prescribed pattern of work-related behavior that is deliberately established for the accomplishment of organizational goals. Latifi (2019) defines organizational structure as how job tasks are formally divided and coordinated. It is the hierarchal relations among members of the organization. 
According to the International Institute of Strategic Management, organizational structure is conceptualized as the procedure through which an organization is managed. It also represents the framework within which management operates. Therefore, organizational structure refers to the arrangement of tasks, interrelations of various departments and level of authorities to achieve co-operation of effort, delegation of authority and effective communication along the scalar chain.  The structure of an organization could be defined as the total ways in which its labour is divided into distinct tasks and then its coordination and integration is achieved among those tasks (Ogbo&Chibueze, 2019).  Organizational structure institutionalizes how people interact with each other, how communication flows, and how power relationships are defined. It reflects the value-based choices made by the organization and emblematizes how job tasks are organized and delegated and provides the link between social and psychological sub-systems (Armour&Teece, 2018). 
Organizational structure means different things to different people but the bottom line remains the same. A simple definition of organizational structure is the way in which functions and tasks are grouped and assigned and the manners in which relationships are coordinated between superiors and subordinates in an organization. Organizational structure directs the competence of work, enthusiasm of employees and coordination among top management and subordinates for a flow of plans and goals in the organization to map out future plans. Organizational structure affects the way in which people at work are organized and affects the nature of relationships they develop, their feelings about these aspects, the ways in which they carry out their works and the attributes required from those who work in particular types of structure. It is pertinent for organizations to fit structure and processes if the strategy wants to produce positive results.
  Elements of Organizational Structure
Al-Qatanweh (2017) and Nwosu (2020) proposed that formal organizational structures are in three dimensions namely centralization, formalization and complexity. Apart from these dimensions, there are other elements of organizational structure namely stratification, standardization, span of control, professionalism, integration, differentiation, autonomy, administrative component, delegation of authority, adaptiveness or adaptation, production, efficiency and job satisfaction. For the purpose of the study, elements of organizational structure are delineated to centralization, formalization and complexity, and they are discussed as follows:
 Centralization
Centralization refers to the concentration of decision-making authority at the upper levels of an organization (Jones, 2019). In a centralized organization, decision-making is kept at the top level, while in a decentralized organization; decisions are delegated to lower levels. Centralization comprised hierarchical of authority and participation. Hierarchy of authority refers to the concentration of decision-making authority in performing tasks and duties. If employees are permitted to make their own decisions when performing tasks, there is a low reliance on the hierarchy of authority. On the other hand, participation in decision making refers to the employee participating in decisions of the organization (Al-Qatanweh, 2019). In a centralized organization, the power of decision-making is all in the authority’s hands. The high-level managers rarely listen to the lower organizational tiers. Centralization determines where the decision-making authority in the organization lies. Highly centralized decision-making leads to senior executives to make judgments. In organizations that are less centralized, decision-making trickles down to lower levels. Myers (2019) outlined some vital points on centralization:
· Centralization refers only to the formal structures.
· Centralization is inversely proportional to decisional autonomy. The policy of an organization may favour or disfavor centralization.
· Concentration of the decision-making in a single point involves grouping the decision-making at a high level, no matter what the phrase “in a single point means”
· Centralization is strongly influenced, positively or negatively, by the communication system of the organization, especially the extent to which this system is controlled by the management and is used as means of control.
· Centralization /decentralization are strongly influenced by the extent to which lower levels of the organizational hierarchy have a say in the decision-making process, through the use of information transmission, due to the explicitness of rules, procedures and policies and also due to the degree of complexity and formalization in the organization.
· The advantages of centralization are high coordination, high consistency and reduced policy conflict.
· The disadvantages of centralization are poor decision making, little interaction between high- and low-level employees, loss of control of work, negative attitude towards duties and reduced loyalty to the organization.
· Centralization repels employee participation in decisions and reduces motivation.
· Managers have limitations in terms of information processing capacity and it is not recommended a centralization level that is too high. Decentralization can help in many situations. In other words, decentralization represents only an efficient management measure, and not a value in and of itself.
· Organizations need often, a quick response to the environmental changes and pressures. In this case, decentralization is recommended. Less hierarchal levels reduce the reaction time.

   Formalization
Formalization refers to the amount of written documentation in the organization (Al-Qatanweh, 2018). It indicates the extent to which job tasks are defined by formal regulations and procedures. These rules and procedures are written to standardize operations in organizations. Formalization measures the extent to which an organization uses rules and procedure to prescribe behavior (Malik, 2019). The nature of formalization is the degree to which the workers are provided with the rules and regulations that deprive versus encourage creative, autonomous work and learning. In an organization with high formalization, there are explicit rules which are likely to impede the spontaneity and flexibility needed for internal innovation.  The main object of formalization is rendered by the employees’ behavior, in other words, formalization attempts to reduce variations in the behavior patterns of employees. In this way, the chance of emergence of unwanted behavior alternatives by employees is curtailed.
Formalization can be carried out by formal or informal means. Formalization is carried out commonly by formal means based on written rules. Regarding the degree of formalization, there are various differences between organizations based on:
· Type of work: Simple and repetitive jobs are better suited to a high degree of formalization (Myers, 2020). In other words, well-structured problems attract high degree of formalization.
· Hierarchal level: The formalization tends to be inversely proportional with hierarchal level, which is a logical extension of type of work (Myers, 2019).
Through formalization, the following can be achieved:
· Standardization of behavior: This reduces the number of behavior’s alternatives among employees and facilitates the coordination of organizational performance standards uniformly. Olajide (2019) pointed that one of the organizations with the highest degree of formalization is McDonalds. The company’s manual is 385 pages and it provides everything starting from employees’ appearance through how they (employees) should act and behave (welcoming and greeting the customers) and also to the manner and conditions that delineate company’s promotion.
· Coordination:  Coordination is more efficient and easier when things are cleared and well-defined.
· Economies of Scale: High formalized jobs do not require special skills, so those jobs can be paid less because they do not require hiring specialists. This is one reason why many large organizations are encouraging high degree of formalization.
According to Hajipour and Arash (2019), regarding the ways to obtain the needed degree of formalization, there are five main techniques to go about it:
· Personnel Selection: By selecting only those candidates that fit and have the behaviors desired by the organizations. One of the most used techniques by organizations is selecting an individual who is a good professional and fits the moral and behavioral profile of the organization. Obviously, the selection must be carried out carefully in case of unskilled worker, since the professionals are coming into the organization exhibiting an already established pattern behavior.
· Job Requirements: This implies mainly the job description. It comprises a summary of job specific activities and the means of fulfilling them.
· Rules, Procedures and Policies: These three concepts have direct and clear impact on behavior by being the most explicit form of formalization. Bucic and Gudergan (2020) provided a comprehensive definition of the three concepts. Rules are explicit assertions that tells an employee what should or not be done. Procedures refer to the number of interconnected and sequential stages that employees are following during the implementation of their activities. Procedures are use for standardizing work process. Policies are general guidelines that limit or guide the decisions adopted by the employees. Policies are used in general terms.
· Professional Training: There are two types of professional training: at the workplace or outside it (Hajipour&Arash, 2019). Both are used to confer standardized attitudes and behaviors of employees of the organization.
· Rituals: This technique is used as a means of formalizing, especially for those members and organizational positions which have strong impact on organization. The employee-candidate is extensively tested to see if he is suitable for the position, then he is given that position. The difference between ritual and promotion/selection is the symbolic dimension of the first technique (Hajipour&Arash, 2019). Due to this, it is only used for top management positions or job positions where attachment to the organization and exhibition of the right type of behavior are particularly important.
The advantages of formalization in an organization includes sustenance of the organization in long term, reliable and predictable employee behavior, easy to induct new employees to organizational rules, regulations and job descriptions, promote equality among employees and standardizes solutions to repetitive problems (Al-Qatanweh, 2018). However, the disadvantages are lack of autonomy in work, rigidity makes response to customer needs slow, slow work processes and reduced innovation (Hajipour &Arash, 2019; Al-Qatanweh, 2021).
Complexity
Complexity or specialization, refers to the number of occupational specialties included in an organization and the length of training required for each (Nwosu, 2018). The greater the number of person, specialists and the longer the period of training required to achieve person or specialization, the more complex the organization. Complexity equally refers to the degree of division which exists in organizations. Complexity can be measured in three dimensions namely horizontal separation, vertical separation and geographic separation (Myers, 2018).  

Horizontal Differentiation
This refers to the differences among organizational units, distinctions based on the professional or occupational orientation among members of an organization on the nature of work tasks and on the educational and training level of the members (Armour&Teece, 2019). Horizontal differential is directly proportional to the number of diverse occupations that exists in the organization. One of the major challenges resulted from this dimension of organizational structure is assigned to the communication obstacles, cooperation and attempts of effort coordination difficulties among different groups of the organization. Horizontal differentiation can be better understood if it is analyzed from the perspective of two dimensions connected with communication and coordination – specialization and compartmentalization (Powley&Nissen, 2019).
Specialization can be understood through group actions performed by different individuals. There are two types of specialization namely functional specialization and social specialization.  Functional specialization is a process in which the specific activity is fragmented into simple and repetitive tasks thereby creating division of labour, can easy cause substitution of employees by management. In social specialization, professionals who have skills and abilities that do not exceed the level of routine activities are hired. During this process, individuals are specialized. On the other hand, compartmentalization refers to the grouping procedure way that brings together the specialists resulted from division of labour. Compartmentalization focuses on how to overcome the problems caused by specialization in an effort aimed at coordinating the work. In other words, compartmentalization is about joining multiple organizational units within departments (Myers, 2018). There are several bases for creating departments – number (dividing employees of an organizations into departments by number), function (the functions perform in an organization such as production, marketing), the product/service, client (the target group served by department) and territory. Specialization is directly proportional to the complexity, resulting in horizontal differentiation. In other words, as organization fulfills its activity, a higher level of specialization, then the organization will have a greater number of units and departments. Multiple criteria can be used to compartmentalize an organization. For instance, if the basic criterion is the function, there will be department of finance, personnel, production and sales. Also, within the production department, there can be another grouping, clustering based on the criterion of product/service. Then, within the sales department, there can be another division based on criterion of territory.
Vertical Differentiation
This refers to the number of hierarchal levels within an organization. Height of an organization represents the response to a high level of horizontal differentiation due to the need for coordination (Powley&Nissen, 2020). Determining factor for the vertical differentiation is field of control or span of control. Span of control refers to the number of subordinates that a manager can effectively and efficiently manage and oversee. The smaller the span of control, the taller or higher the organization. The span of control differs based on the activity type (even within the same organization) from one department to another, from a ranking level to a hierarchal level.  Vertical and horizontal differentiation both affect the way how the organization functions, the communication system and management activity. Hsieh and Hsieh (2012) provided a short comparison between tall and short organizations in the table below:
Table 2.1:  Comparison between Tall and Short Organizations 
	Tall Organizations
	Short Organizations

	Close supervision.
	Communication chain is shorter and easier.

	Control is exercised and maintained by the leader.
	Supervision is relaxed.

	The functions of coordination and communication are more complicated.
	Less chances/opportunities for advancement/promotion.

	Organization is adapted to well structure tasks.
	Personnel motivation is difficult to achieve.

	Relatively low speed for the circulation of information from top to bottom.
	Organization is adapted to non-structured tasks and activities.


Geographic or Spatial Differentiation
This refers to the geographical dispersal level within the organization. This component of organizational structure – spatial differentiation is related proportionally with complexity, horizontal and vertical differentiation (Myers, 2019). Like vertical differentiation, spatial differentiation is also influenced by certain aspects and organizational features namely number (as many units/branches within as many places and areas) and distance (the distance between those units/branches). It should be mentioned that the three types of differentiation are not obligatory for every type of organization. In some situations, there can be organizations with a high level of horizontal differentiation and a lower level of vertical and spatial differentiation (schools) but their combination defines the size of organizational complexity.
   Forms of Organizational Structure
Hamdan and Mohammed (2018) posited that the interplay of the three dimensions of organizational structure namely complexity, formalization and centralization results in two organizational structure forms namely mechanistic (bureaucratic) and organic (professional) and they are discussed as follows:
Mechanistic Organizations
Mechanistic organizations are efficient, rigid, predictable and standardized. Specifically, mechanistic organizations are characterized by a rigid hierarchy – high levels of formalization, heavy reliance on rules, policies and procedures, vertical differentiation, centralized decision making, downward communication flows and narrowly defined tasks (Lunenburg, 2019).   The mechanistic organizations in terms of complexity have few training opportunities for their employees and less job specialty within the organization. There are different characteristics of mechanistic organization structure. Hamdan and Mohammad (2018) identified the characteristics of mechanistic organizations as low complexity, high centralization, high formalization, high stratification, low adaptiveness, high production, high efficiency and low job satisfaction. Under centralization, the mechanistic structure of organizations, decision-making is restricted to few people and departments in the organization. The proportion of job diversity and workers who participate in decision-making is low and the decision areas they are involved in are few. Top management has the final say when it comes to decision-making. The hierarchy of command is considered to be tall since information has to pass through different levels before it gets to the end user. Nwosu (2018) claims that labour is divided into specific which demonstrate high levels of specialization while communication within the organization is command-like.Nwosu (2019) noted that procedures within the organization are permanent and written which reflects high formalization, high standardization and high centralization.
Organic Organizations
Organic organizations are flexible adaptable and team-directed. In particular, organic organizations are characterized by weak or multiple hierarchies, which are, low formalization, loose rules, policies and procedures, horizontal specialization, decentralized decision making, communication flows in all directions, fluidity of tasks adaptable to changing conditions (Hamdan& Mohammed, 2019). In organic organizations, individual responsibilities in an organization keep changing and are frequently redefined with time portraying low formalization. Nwosu (2019) observed that in this structure, communication, control and power are in the form of a network configuration as an authority and decision making is spread throughout the organization thus representing low centralization. Organic organizations are based on interpersonal transactions, they mostly rely on interpersonal factors such as face to face communication. There are different characteristics of organic organizations. Lunenburg (2020) lists the following characteristics of organic or professional organizations as high complexity, low formalization, low stratification, low centralization, high adaptation, low production, low efficiency and high job satisfaction. Organic organizations under centralization are characterized by high proportions of job occupants being involved in making decisions in the firm. Decision making is delegated to staff members meaning that the mandate to decide on issues affecting the organization is not the exclusive responsibility of top management. There is absence of tall hierarchies in this structure since authority is spread throughout the departments. The table below shows the comparison between mechanistic and organic structures as pointed out by Luneburg (2020)
Table 2.1:  Comparison between Mechanistic and Organic Organizations  
	Attributes 
	Mechanistic Organizations
	Organic Organizations

	Policies and procedures
	Formalized and standardized. 
	Informal and less defined.

	Communication
	Highly formal.
	Less formal, more interpersonal.

	Job roles
	Well-defined.
	Frequently redefined.

	Hierarchy of authority
	Tall.
	Flat.

	Specialization
	High and more defined.
	Low and less defined.

	Control systems
	Formal.
	Informal.

	Labour
	Division of labour, task specific.
	Low specialization, flexibility of tasks.

	Decision-making
	Highly centralized.
	Decentralized.



2.1.2   Concept of Corporate Performance
Corporate performance is one of the most important variables in management research and arguably the most important indicator of organizational performance. The concept of corporate performance is very common in academic literature. Its definition is multidimensional in nature. This validates the reason for the lack of a generally acceptable definition. Olajide (2019) described corporate performance as the voluntary association of productive assets including human, physical and capital resources, for the purpose of achieving a shared purpose. Corporate performance as the ability of an organization to accomplish its aims through the use of resources in a properly structured manner. Corporate performance could as well be defined as the ability to achieve organizational goals and objectives. Agu (2018) asserted that organizational performance has suffered from not only a definition problem, but also a conceptual problem.  The term ‘performance’ is interchangeably used with ‘productivity’.  There is a notable difference between performance and productivity, while productivity is a ratio indicating the volume of task performed in a given amount of time, performance is a broad pointer that encapsulates productivity as well as quality, consistency and other factors.
Different dimensions have been adopted by authors to determine corporate performance. Some of them are profitability, return on asset, gross profit, return on investment, return on sales, return on equity, sales growth, export growth, market share and stock price (Ajagbe, 2019). There is lack of consensus on the actual indicators of performance even though most researchers measure performance using quantitative data. The importance of performance has also been conceptualized using financial and non-financial measures from both perceptual and objective sources. Financial measures permit researchers to build benchmarking analyses and trend analyses. Ajagbe (2019) posited that perceptual sources comprise financial health or employee evaluation of organizational effectiveness and their overall level of satisfaction. Objective measures comprised secondary source of financial measure like return on investment, return on assets and profit growth. These measures are frequently used for single-industry studies and are non-biased due to the uniformity in measurement across all organizations in the sample. Majority of researchers seemed to use the term performance to explain variety of measurements as well as input efficiency, output efficiency and transactional efficiency (Lebans&Euske, 2019). There is no dominant measure of corporate /organizational performance. Organizations adopt different measurements and objectives for organizational performance. opined that profitability is the best indicator to identify whether an organization has been able to meet its goals. Measures such as return on equity, return on asset and profit margin are frequent indicators of performance in literature. There is no single measure that is essentially better than the other and that researchers should base its definitions on the punitive framework adopted for their studies. For the purpose of the study, performance is captured by three indicators such as profitability, sales growth and market share.

2.2    Theoretical Review
It is intended to outline a few influential theories related to the subject matter and provide a background for better understanding of the mechanism through which organizational structure affects performance. The relevant theories are discussed as follows
 Meier and Bohte’s Model of Span of Control
Meier and Bohte (2020) offered the general theory on the functional form of relationship between the span of control and the performance of organizations. They proposed a multidimensional model in which initial increases in span of control produce increases in organizational performance though at a decreasing rate of return. Increasing span of control, according to proponents of the theory, allows for greater specialization, enhancing efficiency and performance. To them, a higher manager/employee ratio reduces the manager’s ability to control, communicate and coordinate leading to a decrease in performance at an increasing rate. They also proposed that different spans of control can exist within an organization depending on the goal being pursued in each department of the organization.
  Hatch’s Model of Decentralization
Hatch (2021) proposed that the decentralization structure allows for motivation and is thus more suitable and beneficial when used in a changing environment with high requirement on adapting to the environment. Hatch (2021) pointed that decentralized structure is characterized by interactions that allow for redefinition of tasks and work methods. A decentralized structure uses formalization to a smaller extent than a mechanic structure, and uses horizontal communication and consulting between departments rather than vertical instructions.  In such structure, Hatch (2021) explained that employees rather seek advice from each other than give instructions.
  Hierarchy- Community Phenotype Model of Organizational Structure
This model was developed by Lim, Griffiths and Sambrook (2019). They proposed that organizational structure development is very much dependent on the expression of the strategies and behaviors of the management and workers as constrained by the power distribution between them, and influenced by their environment and the outcome. This goes to show that the extent of decentralization, task, routine and specialization and size of span of control in an organization is dependent on the organizational strategy and behaviors of managers and subordinates within the organization. In more specific terms, the structure of an organization is dependent on and reflective of its most dominant internal and external characteristics.
   Chester Barnard’s Model on Structure
Chester Barnard was a practitioner who had read Max Weber’s papers and was influenced by his writings. But unlike Weber, who had a mechanistic and impersonal view of structure, Barnard saw organizations as social systems that requires human cooperation. For him, organizations should be structured in such a way that people will be allowed to be closer and freely communicating, and the organizations should be more flexible in adjusting to environmental changes to maintain a state of equilibrium (Ogbo&Chibueze, 2019). This model stresses decentralization, narrow span of control and employee empowerment.
2.3   Empirical Review
Quite a number of studies have carried out to examine the impact of organizational structure on performance in some industries/sectors in Nigeria and Diaspora. 
Ogbo and Chibueze (2019) investigated the impact of structure on organizational performance of selected technical and service firms in Nigeria. Their study focused on Innoson Nigeria Limited and Etisalat Enugu Regional Office. Data for the study were collected through the administration of questionnaires to staff of selected firms. Findings of the study revealed that decentralization enhances better and more informed decision making in technical and service firms in Nigeria; tasks routine affects staff productivity and a significant positive relationship exists between narrow span of control and efficiency in organizations. The study maintained that management of organizations should adopt more decentralized forms of structures as means of improving the decision-making process.
Al-Qatanwneh (2019) examined the impact of organizational structure on organizational commitment in public and private sector firms in Jordan. The study focused on three main structural dimensions of organizational structure namely formalization, centralization (in the form of hierarchy of authority and participation0 and standardization. The study sampled 412 employees of public and private firms in Amman. Results revealed that all structural dimensions are related to organizational commitment in both sectors except the hierarchy of authority. Among the structure dimensions, formalization has the highest correlation with organizational commitment in public firms, whereas participation has the largest correlation with organizational commitment in private firms. Furthermore, employee demographic has no impact on either structure dimensions or organizational commitment in either private or public firms. In addition, position in either private or public sector does not moderate the relationship between organizational structure and commitment.
Malik (2019) assessed the effect of organizational structure on employees’ performance in brewing firms in Nigeria. The study specifically investigated the extent to which organizational layers, formalization, internal and external boundaries and appropriate technology affects employee performance in five selected quoted brewing firms in Nigeria. The sample of the study comprised 258 employees in the five firms. Results revealed that the nature of hierarchal layers, formalization, technology and internal and external boundaries significantly and positively affect employee performance in selected brewing firms. The study submitted that adopting appropriate structure is the fulcrum on which employee performance revolves.
Olajide (2020) examined the effects of organizational structure on job satisfaction in the Nigerian financial sector with empirical evidence from Guaranty Trust Bank. Organizational structure was represented by simple, functional, multidimensional, matrix, virtual and organic structure while job satisfaction was captured by recognition, working environment, salary, dominance, achievement and need for autonomy. The sample size comprised 335 employees of the bank across various branches. Findings revealed that organizational structure have significant positive relationship with motivation, commitment, job performance and job satisfaction.
Laitifi (2018) examined the effect of organizational structure on organizational trust and effectiveness of medium and large corporations operating in Fars Province in Iran. Organizational structure was represented by organic and mechanistic structures. Organization trust was represented by competence, openness and honesty, concern for employees and reliability while organizational effectiveness was represented by adaption, goal achievement, integration and latency.  The sample of the study comprised 208 participants in corporations in oil, rubber and plastic, building, chemical and food industries. The results showed a significant relationship between organizational structure and trust dimensions. As regard effectiveness dimensions, there is a significant relationship between organic structure and effectiveness, and there is no significant relationship between mechanistic structure and effectiveness dimensions. In addition, the multivariate analysis of variance result showed significant differences between industries from trust dimensions point of view.
Zachary (2019) examined the impact of organizational structure on performance of large manufacturing firms in Kenya. The criteria for large manufacturing firms was based on turnover, capital employed, value of output, asset size and employment level. However, the study sampled 987 employees in 102 large manufacturing firms in Kenya. Performance was represented by return on asset, internal processes, customer perspective and non-financial performance. The findings showed a significant positive effect of organization structure on the four dimensions of performance. The study maintained that organizational structure contributes enormously to performance of large sized manufacturing firms in Kenya.
Nwosu (2017) assessed the impact of organizational structure on performance of selected pharmaceutical firms in Enugu State of Nigeria. The study concentrated on three firms in pharmaceutical industry in Enugu namely A.C. Drugs Limited, NEMEL Limited and Juhel Drug Company. The sample of the study comprised 297 employees of these firms. Organizational structure was measured by complexity, centralization and formalization. Performance was captured by three measures namely growth, effectiveness and innovativeness. The results showed organizational structure in pharmaceutical firms significantly affect performance except in its growth objectives.
Kariuki (2020) examined the effect of organizational structure on internal processes of large manufacturing firms in Kenya. The study was a cross-sectional survey comprising 94 firms. The study found that organizational structure enhances the internal processes of selected firms. However, the study maintained that its findings is limited as change of variables was not monitored or observed overtime as would be the case of longitudinal studies.
Ogosi and Agbaeze (2021) examined the impact of organizational structure on the performance of Nigerian banks between 2016 and 2022. The study sampled five banks namely Access Bank, First Bank, Guaranty Trust Bank, United Bank for Africa and Zenith Bank. The study adopted the M-model of structure for specification of model. Performance was measured by profit after tax. Organizational structure was measured by bank division/department, bank branches, and number of employees. The number of board of directors was used as a control variable to measure corporate governance. The regression result showed that bank branches, bank division/department and number of board of directors had significant impact on bank performance, while the effect of number of employees on bank performance is not robust.



CHAPTER THREE
RESEARCH METHODOLOGY
1.   Introduction
This chapter describes the research methodology adopted in the study. It contains the research design, area of study, population of the study, sampling size and sampling technique, research instrument, pilot study, method of analysis, model specification, limitation of the study and ethical consideration.
1. Research Design
The descriptive survey design will be adopted in the study.  The descriptive survey design is chosen because it enables the researcher gather diverse opinions, responses, attitudes and ideas from respondents. The descriptive survey design ensures that data are actually collected from people who are in the right position to provide such information.  Another reason for the choice of this design is because it has been used by similar studies such as Latifi (2018) and Nwosu (2021).
0. Population of the Study
The study is carried out in Airtel Nigeria Limited. According to the information obtained from the Human Resource Department, there are 4575 management level employees in Airtel


0. Sample and Sampling Technique
The study adopted the Taro-Yamane formula to determine the sample size that is appropriate for the study population. The Taro-Yamane formula is highly reliable to ascertain the most suitable sample size for a given population. The formula is applied at 95% confidence level and 5% error of margin.
The Taro-Yamane formula is mathematically expressed as:
n=     N
(1+Ne) 2
Where:
 n= 		Sample size; 
N= 		Population, which is 4575
1= 		Theoretical constant.
 e= 		Error of tolerance (5 % or 0.05).

n= 4575/ (1+ 4575[0.05]) 2
n= 4575/ (1 + 4575[0.0025])
n= 4575/ (1 +11.4375)
n= 4575/ 12.4375
n= 367.8
n= 368 employees
The stratified sampling technique is adopted to select 368 employees based on in 10 branches of GLO namely Fadeyi, Ikorodu, Yaba, Victoria Island, Ikeja, Mushin, Lekki, Apapa, Ajegunle and Surulere.


0. Research Instrument
The research instrument used for data collection will be structured questionnaire. The questionnaire is divided into three parts.  The first part contained demographic or personal information of respondents such as gender, position, length of service and educational qualification. The second part focused on organizational structure under three dimensions – complexity, formalization and centralization. Each dimension contained seven items structured on a five-point Likert scale.Items in the organizational structure construct was sourced from Al-Qatanweh (2019).The third part focused on corporate performance under three dimensions – profitability, sales growth and market shares.Items in the corporate performance construct was sourced from Malik (2019).  Each performance indicator has five items structured on a five-point Likert scale.
Table 3.1:   Sources of Adapted Research Instrument
	Variable
	Construct
	Sources of Instrument

	
Organizational structure
	Centralization
	
Al-Qatanweh (2014)

	
	Formalization
	

	
	Complexity
	

	
Corporate performance
	Profitability
	
Malik (2016)

	
	Sales growth
	

	
	Market share
	


Source: Author’s Illustration

3.5 Validity of Research Instrument
The research instrument is subjected to face and content validity by forwarding copies of the questionnaire to the project supervisor and two senior lecturers in the Department of Business Administration, Lagos State University, Ojo, Lagos. The supervisor and other lecturers assessed the content of the questionnaire to ensure they align with the research objectives. Suggestions, modifications and corrections made by them were taken into consideration to develop the final draft of the questionnaire.
Table 3.1:   Valid Result
	S/N
	Construct
	No Item
	AVE

	1.
	Centralization
	7
	0.627

	2.
	Formalization
	7
	0.721

	3.
	Complexity
	7
	0.664

	4.
	Profitability
	5
	0.708

	5.
	Market share
	5
	0.771

	6.
	Sales growth
	5
	0.669


Source:  Author’s Extraction from SPSS

3.6 Reliability of Research Instrument
The result of the pilot study was subjected to the test-retest method to ascertain the level of reliability of the instrument. The Cronbach reliability test was adopted to ascertain the degree of internal consistency of the construct. The rule of thumb is that, for any instrument to be reliable, its alpha coefficient must be greater than 0.70. The Cronbach reliability coefficient for the sub-variables are presented as follows:
Table 3.1:   Reliability Test Result
	S/N
	Construct
	No Item
	Cronbach Reliability Coefficient

	1.
	Centralization
	7
	0.719

	2.
	Formalization
	7
	0.784

	3.
	Complexity
	7
	0.764

	4.
	Profitability
	5
	0.773

	5.
	Market share
	5
	0.735

	6.
	Sales growth
	5
	0.741


Source:  Author’s Extraction from SPSS

From the result above, all the coefficient has a reliability coefficient greater than 0.70. This implies that there is high internal consistency in the constructs, and thus, the questionnaire is very much reliable for data collection.

3.7    Method of Data Analysis
The data collected from respondents are analyzed by the use of descriptive statistical techniques (mean, standard deviation) and the simple regression technique will be used to estimate the effect of organizational structure variables on corporate performance variables
















CHAPTER FOUR
   DATA PRESENTATION, ANALYSIS, INTERPRETATION AND DISCUSSION

This chapter focuses on the presentation, analysis and interpretation of data pertaining to the impact of organizational structure on the corporate performance of organizations in the Nigerian Telecom industry. The study drew empirical evidence from Airtel Nigeria Limited. The study employed structured questionnaire to generate information from respondents, who are staff. A total of 368 copies of the questionnaire was administered to respondents. However, 327 was returned and used for analysis, with the return rate standing at 88.6%. The Statistical Package for Social Science (SPSS) is utilized to electronically analyze the data. The descriptive statistics was used to answer the research questions, while the regression analysis was employed to test the research hypotheses.
4.1:    Presentation of Data
The results obtained from the survey exercise are presented as follows. This section is dissected into three parts. Part A presented results on demographic attributes of respondents. Part B focused on respondents’ opinions on organizational structure and the last part presented opinions of respondents as regard corporate performance.
4.1.1:   Demographic Data of Respondents   
Table 4.1:   Gender Distribution of Respondents
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Male
	174
	53.2
	53.2
	53.2

	
	Female
	153
	46.8
	46.8
	100.0

	
	Total
	327
	100.0
	100.0
	



Table 4.1 presented the distribution of respondents by gender. Majority of them, which is approximately 53.2% are male staff of Airtel Nigeria Limited, while the other 46.8% are their female counterparts.
Table 4.2:  Distribution of Respondents by Educational Qualification
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	HND/BSc
	168
	51.4
	51.4
	51.4

	
	Postgraduate
	159
	48.6
	48.6
	100.0

	
	Total
	327
	100.0
	100.0
	



Table 4.2 showed the distribution of respondents by their educational qualification. 51.4% of respondents, which constituted the majority, are HND/first degree holders. The other 48.6% hold postgraduate degree(s).
Table 4.3:    Distribution of Respondents by Position
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Junior
	35
	10.7
	10.7
	10.7

	
	Senior
	171
	52.3
	52.3
	63.0

	
	Management
	121
	37.0
	37.0
	100.0

	
	Total
	327
	100.0
	100.0
	



Table 4.3 showed the distribution of respondents by their position at work. 10.7% are in junior cadre, 37 are in management cadre, and 52.3%, which carries the highest percentage, are in senior cadre. Going further, 89.3% are in senior and management cadres. This implies that majority of respondents that participated in the survey are experienced staff of Airtel Nigeria Limited. 
Table 4.4:    Distribution of Respondents by their Length of Stay
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Below 6years
	32
	9.8
	9.8
	9.8

	
	6-15 years
	223
	68.2
	68.2
	78.0

	
	Above 15 years
	72
	22.0
	22.0
	100.0

	
	Total
	327
	100.0
	100.0
	



Table 4.4 presented the distribution of respondents by their length of stay. 68.2% of them have spent between 6 and 15 years in the organization, 22% have spent more than 15 years, while the other 9.8% have spent below 6 years in Airtel Nigeria Limited
4.2:    Data Analysis, Interpretation and Discussion
The second section of the questionnaire solicited the opinions of respondents on organizational structure surrogated as centralization, formalization and complexity. The response on these sub-variables was structured on a five-point rating scale ranging from 1(strongly disagree) to 5(strongly agree). 
The researcher established a benchmark of 3.50 in order to classify the opinions of respondents into agreement and disagreement category. Items with a mean point higher than 3.50 is grouped in the agreement category while the ones below 3.50 is grouped in the disagreement category. 


Table 4.5:  Summary Statistics of Respondents’ Opinions on Centralization
	
	Item
	N
	Mean
	Standard Deviation
	Remark

	1.
	The power and critical decision-making responsibilities are handled by top management.
	327
	4.59
	0.60
	Agree

	2.
	Decisions made by top management are effectively disseminated to lower organizational tiers.
	327
	4.20
	0.76
	Agree

	3.
	Lower organizational tiers accept the decisions of top management with positivity and good reception.
	327
	3.86
	0.85
	Agree

	4.
	Centralization brings equality of behavior that guarantees unvarying judgment and standardized progress.
	327
	4.61
	0.49
	Agree

	5.
	Centralization has provided great amount of flexibility in the organization.
	327
	4.45
	0.50
	Agree

	6.
	Centralization discourages bureaucracy and dictatorial style of leadership in the organization. 
	327
	4.13
	0.63
	Agree

	7.
	Centralization reinforces loyalty and commitment of employees in the organization.
	327
	4.12
	0.62
	Agree

	
	Cluster
	327
	4.28
	0.64
	Agree


Source:  Author’s Extraction from SPSS
Table 4.5 presented the mean and standard deviation of opinions of respondents on centralization. The mean of the seven items exceeded the benchmark of 3.50, implying that respondents generally agreed that power and key decisions are handled by top management; decisions of top management are transmitted to lower organizational tiers; lower organizational tiers accepts decisions made by top management; centralization brings equality of behavior and provides flexibility in the organization as well as discourages bureaucracy and reinforces commitment amongst employees.
The cluster mean and standard deviation stood at 4.28 and 0.64 respectively. This implies that respondents coherently agreed that the organization is highly centralized.
Table 4.6:  Summary Statistics of Respondents’ Opinions on Formalization
	
	Item
	N
	Mean
	Standard Deviation
	Remark

	1.
	Top management specifies the procedures, rules and responsibilities for individual employees and organization units.
	327
	4.56
	0.50
	Agree

	2.
	Formalization has led to the development of processes, relationships and operating procedures in the organization.
	327
	4.17
	0.80
	Agree

	3.
	Formalization makes top management exercise full authority of subordinates as there is little or no room for familiarization
	327
	4.02
	0.53
	Agree

	4.
	Top management applies established procedures of punishment on subordinates that violates existing rules.
	327
	4.61
	0.63
	Agree

	5.
	Formalization has helped the organization establish clear and comprehensive rules and regulations between superiors and subordinates without wasting time on developing personal relations.
	327
	4.67
	0.47
	Agree

	6.
	Subordinates feel the personal support of their superiors despite the fact that the organization is highly formalized.
	327
	4.15
	0.50
	Agree

	7.
	Top management bears the major share of responsibilities for outcomes of organizational performance.
	327
	4.10
	0.59
	Agree

	
	Cluster
	327
	4.33
	0.57
	Agree


Source:  Author’s Extraction from SPSS
Table 4.6 presented the summary statistics of respondents’ opinions on formalization. The mean of all the items exceeded the benchmark mean of 3.50. The result implies that respondents generally agreed that – top management specifies procedures and rules for individuals and groups; formalization has led to the development of processes in the organization; formalization makes top management demonstrate full authority; top management applies established procedures of punishment on subordinates that violates rules; formalization has helped the organization establish clear rules between superiors and subordinates; subordinates feel the personal support of superiors and top management bears the major share of responsibilities.
The cluster mean and standard deviation of this construct are 4.33 and 0.57 respectively, denoting that respondent cohesively agreed that the organization is highly formalized. Table 4.7:  Summary Statistics of Respondents’ Opinions on Complexity
	
	Item
	N
	Mean
	Standard Deviation
	Remark

	1.
	There is clear differentiation between multiple entities in the organization.
	327
	3.95
	0.56
	Agree

	2.
	The size and structure of the organization is huge.
	327
	4.56
	0.50
	Agree

	3.
	The organization has multiplicity of stakeholders.
	327
	4.34
	0.58
	Agree

	4.
	The organization has multiple structures such as divisions, subsidiaries and joint ventures.
	327
	4.13
	0.60
	Agree

	5.
	Multiple people are involved in completing a particular job in the organization.
	327
	4.28
	0.59
	Agree

	6.
	Multiple steps have to be followed in a process to get the job done.
	327
	4.43
	0.63
	Agree

	7.
	The decisions of the organization are very large because the consequences of mistakes are greater.
	327
	4.08
	0.73
	Agree

	
	Cluster
	327
	4.25
	0.60
	Agree


Source:  Author’s Extraction from SPSS
Table 4.7 presented the summary statistics of respondents’ opinions on complexity. The mean of all items exceeded the benchmark of 3.50. This implies that respondents agreed that – there is clear differentiation between multiple entities in the organization; the size and structure of the organization is huge; the organization has multiplicity of stakeholders; the organization has multiple structure; multiple people are involved in completing a particular job; multiple steps would have to be followed to get job done and the decisions of the organization are very large because of the consequences of mistakes are greater.
The cluster mean and standard deviation of this construct stood at 4.25 and 0.60 respectively. This indicates that respondents harmoniously agreed that the organization under focus is complex.
Corporate Performance
The third section solicited the opinions of respondents on organizational performance measured by profitability, market share and sales growth. The response on these sub-variables was structured on a five-point rating scale ranging from 1(strongly disagree) to 5(strongly agree). 
The researcher established a benchmark of 3.50 in order to classify the opinions of respondents into agreement and disagreement category. Items with a mean point higher than 3.50 is grouped in the agreement category while the ones below 3.50 is grouped in the disagreement category. 
Table 4.8:  Summary Statistics of Respondents’ Opinions on Profitability
	
	Item
	N
	Mean
	Standard Deviation
	Remark

	1.
	The organization has been making profits for the past five accounting years.
	327
	4.17
	0.62
	Agree

	2.
	The organization is in good condition to generate adequate level of profit from its operations.
	327
	4.64
	0.57
	Agree

	3.
	Profitability indices such as return on asset, gross profit margin, net profit margin and return on investment is higher in the current period than previous period.
	327
	4.55
	0.53
	Agree

	4.
	Profitability indices of the organization are better than its competitors.
	327
	4.13
	0.62
	Agree

	5.
	Owners and stakeholders are satisfied with the profitability performance of the firm.
	327
	4.53
	0.50
	Agree

	
	Cluster
	327
	4.40
	0.57
	Agree


Source:  Author’s Extraction from SPSS
Table 4.8 presented the summary statistics of opinions of respondents on profitability. The mean of all the items in this construct exceeded the benchmark of 3.50. This implies that respondents generally agreed that the organization has been making profits for the past five years; the organization is in good position to generate profit; profitability indices are improving, profitability indices of the organization are better than its competitors and owners and stakeholders are satisfied with the profitability performance of the firm.
The cluster mean and standard deviation are 4.40 and 0.57 respectively, this indicates that the respondents coherently agreed that the organization has satisfactorily performance in terms of profitability.
Table 4.9:  Summary Statistics of Respondents’ Opinions on Market Share
	
	Item
	N
	Mean
	Standard Deviation
	Remark

	1.
	The ratio of market share of the organization to the telecom industry is quite substantial.
	327
	4.17
	0.80
	Agree

	2.
	Stock market variables such as market per share and dividends per share have been on the upward trend over the years.
	327
	4.02
	0.53
	Agree

	3.
	Potential investors are attracted to the organization as a result of its creditable stock market performance.
	327
	4.61
	0.62
	Agree

	4.
	The organization rewards its owners with large return on their investment.
	327
	4.67
	0.47
	Agree

	5.
	There is possibility for this organization to have the largest market share in telecom industry in the next two-three years.
	327
	4.15
	0.50
	Agree

	
	Cluster
	327
	4.32
	0.58
	Agree


Source:  Author’s Extraction from SPSS
Table 4.9 contained the summary statistics of respondents’ opinions on market share. Similarly, the mean of the five items is above the benchmark mean of 3.50. This connotes that respondents generally agreed that – the market share ratio of the organization is big; stock market variables are improving; potential investors are attracted to the organization; the organization rewards owners with large return on their investment and the organization is poised to have the largest market share in telecom soonest.
The cluster mean and standard deviation are 4.32 and 0.58, implying that there is uniformity in opinions of respondents that the organization has good performance with respect to market share.
Table 4.10:  Summary Statistics of Respondents’ Opinions on Sales Growth
	
	Item
	N
	Mean
	Standard Deviation
	Remark

	1.
	The organization records huge amount of sales annually.
	327
	4.10
	0.58
	Agree

	2.
	The growth of sales of the organization has been tremendous.
	327
	3.95
	0.56
	Agree

	3.
	The sales growth rate of the organization is always on the upward trend.
	327
	4.56
	0.48
	Agree

	4.
	The organization is efficient in its selling operations.
	327
	4.35
	0.58
	Agree

	5.
	The organization is among the sales-leading firms in the Nigerian telecom industry.
	327
	4.13
	0.60
	Agree

	
	Cluster
	327
	4.22
	0.56
	Agree


Source:  Author’s Extraction from SPSS
Table 4.9 presented the opinions of respondents on sales growth. The mean of all the items in this construct exceeded the benchmark mean of 3.50. This implies that the respondents generally agreed that – the organization records huge amount of sales annually; the growth of sales has been tremendous; sales growth rate is upward trending; the organization is efficient in its selling operations and the organization is among the sales-leading firm in the industry.
The cluster mean and standard deviation are 4.22 and 0.56 respectively. This implies that respondents harmoniously agreed that the organization has creditable performance in terms of sales growth.
4.3:    Test of Research Hypotheses
Three research hypotheses were developed in the study. The linear regression analysis is used to test the hypotheses at 5% level of significance. Linear regression is a statistical tool used to estimate the impact of one or more independent variables on a dependent variable. The decision to accept or reject a hypothesis depends on the comparison between the probability value of the estimated coefficient and the 0.05 (critical value). If the probability value of the estimated coefficient is less than 0.05, the null hypothesis is rejected, or otherwise, the null hypothesis would be retained.
Hypothesis One
H01:  Centralization has no significant impact on profitability of Globacom Limited, Lagos.
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	
	.883a
	.800
	.767
	.52026

	a. Predictors: (Constant), Centralization



	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	
	Regression
	3.046
	1
	3.046
	11.253
	.001b

	
	Residual
	87.969
	325
	.271
	
	

	
	Total
	91.015
	326
	
	
	

	a. Dependent Variable: Profitability

	b. Predictors: (Constant), Centralization



	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	3.808
	.222
	
	17.134
	.000

	
	Centralization
	.161
	.048
	.183
	3.355
	.001

	a. Dependent Variable: Profitability



The estimated coefficient of centralization is positively signed at 0.161, implying that centralization has positive effect on profitability of Globacom Limited. The coefficient of determination, which is 0.80, indicates that 80% of the variation in profitability is explained by centralization.  The adjusted coefficient of determination is 0.767. The probability value of centralization in the model is 0.001, less than 0.05, implying that centralization has significant impact on profitability. Thus, the alternative hypothesis is accepted that centralization has positive and significant impact on profitability of Globacom Limited.
Hypothesis Two
H02:  Formalization has no significant impact on market share of Globacom Limited, Lagos.
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	
	.903a
	.815
	.784
	.57434

	a. Predictors: (Constant), Formalization



	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	
	Regression
	18.468
	1
	18.468
	55.987
	.000b

	
	Residual
	107.207
	325
	.330
	
	

	
	Total
	125.676
	326
	
	
	

	a. Dependent Variable: Market share

	b. Predictors: (Constant), Formalization



	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	3.371
	.169
	
	19.967
	.000

	
	Formalization
	.297
	.040
	.383
	7.482
	.000

	a. Dependent Variable: Market share



The estimated coefficient of formalization is in line with the a-priori expectation. Formalization has an estimated coefficient of 0.297, implying that it has positive impact on market share. The coefficient of determination, which is 0.815, implying that 81.5% of variation in market share is explained by formalization, and the adjusted coefficient of determination standing at 78.4%. The probability value of the estimated coefficient is 0.00, less than 0.05, indicating that formalization has substantial impact on market share. Thus, the alternative hypothesis is accepted that formalization has significant on market share of Globacom Limited.
Hypothesis Three
H03:  Complexity has no significant impact on sales growth of Globacom Limited, Lagos.

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	
	.892a
	.796
	.734
	.55069

	a. Predictors: (Constant), Complexity



	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	
	Regression
	3.753
	1
	3.753
	12.375
	.000b

	
	Residual
	98.559
	325
	.303
	
	

	
	Total
	102.312
	326
	
	
	

	a. Dependent Variable: Sales growth

	b. Predictors: (Constant), Complexity



	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	4.730
	.223
	
	21.253
	.000

	
	Complexity
	.181
	.051
	.192
	3.518
	.000

	a. Dependent Variable: Sales growth



The sign of the estimated coefficient of complexity is in tandem with the a-priori expectation. This means that complexity has positive effect on sales growth of Airtel Nigeria Limited. The coefficient of determination which is 0.796, shows that 79.6% of the total variation in sales growth is explained by complexity. The adjusted coefficient of determination stood at 73.4%. The probability value of complexity, is 0.00, less than 0.05, denoting that complexity has significant impact on sales growth. Thus, the alternative hypothesis is accepted that complexity has positive and significant impact on sales growth of Airtel Nigeria Limited.
4.4    Discussion of Findings
The results showed that respondents coherently agreed that the organization under study is centralized, formalized and complex. Also, they equally agreed that the organization has satisfactory performance in terms of profitability, market share and sales growth. The regression result showed that organizational structure has robust impact on the corporate performance of organization under focus. Increased centralization was found to be associated with higher profitability performance. Increased formalization was found was be greatly connected with improved market share and higher prominence of complexity in the organization boosts sales growth. 
Centralization is a concept that denotes the concentration of authority to top executives in an organization. Businesses that have a centralized structure keep decision-making firmly at the top of the hierarchy (amongst the most senior management). Centralization makes it easier to implement common policies and practices for the organization as a whole. Centralization prevents other parts of the organization from becoming too independent. Centralization makes it easier to coordinate and control from the center. Centralization promotes economies and scale and makes overhead savings easier to achieve. Greater use of specialization abounds in a centralized environment and quicker decision making demonstrates strong leadership in a centralized structure. The first alternative hypothesis was accepted that centralization has positive as well as robust impact on profitability of Globacom Limited.
The formalized organizational structure focuses on roles and positions rather than the people in the positions. Formalization is commonly initiated to rationalize the process of decision-making. A formalized organization is critical for the organization in which issues are known and changes are implemented slowly and purposefully. One of the benefit of formalization is the routine nature of succession. The roles of a specific position will remain the same, no matter who inhabits the specific job position. Work procedures are documented so that a new employee may be easily inserted into a vacant position without changing the processes associated with the position. The alignment of daily work processes with the overall mission of the organization is easily achieved in a formalized organizational structure. The second alternative hypothesis was accepted that formalization exerts significant impact on market share of Airtel Nigeria Limited.  
Complexity focuses on how multiple entities of an organization differentiate among themselves. An organization can be complex if it has multiple stakeholders with conflicting interests; multiple structures like division, subsidiary and joint ventures, multiple people are involved in completing a particular job and multiple steps have to be followed to get a job done.  In many organizations, complexity poses a recurring challenge for management. In a study by the Economic Intelligence Unit (EIU), more than half of the executives at large companies around the world said that organizational complexity adds to their profit. Organization complexity helps improves customer engagement. Employees in sales, marketing or development team have ample opportunities to interact with the customers. It helps to get regular feedbacks and other interactions that can add value to a product or service. Better understanding of customers is easily realizable through organizational complexity. The third alternative hypothesis is accepted that complexity has significant impact on sales growth of Airtel Nigeria Limited.
The findings of the study corroborates that of prior studies such as Al-Qatanweh (2014); Karuiki (2015); Olajide (2015); Zachary (2015); Malik (2016); Nwosu (2017) and Ogosi and Agbaeze (2018) that organizational structure is pivotal to corporate performance of organization.


CHAPTER FIVE
                              SUMMARY, CONCLUSION AND RECOMMENDATIONS
This chapter focuses on the summary of findings, conclusion, contribution to knowledge, recommendations, implications of findings, limitations of the study and suggestions for further studies.
5.0   Summary of the Study

The study examined the effect of organizational structure on corporate performance of Airtel Nigeria Limited. The specific objectives were to examine the impact of (a) centralization on profitability; (b) formalization on market share and (c) complexity on sales growth. 
It was established that organizational structure is the formal system of authority, relationships and tasks that control and coordinate employee actions and behavior to achieve goals in an organization. There are different types of structures including centralization, formalization, sales growth, integration, differentiation, autonomy, administrative component, delegation of authority, adaptiveness or adaptation, production, efficiency and job satisfaction. Centralization refers to the concentration of decision-making authority at the upper levels of an organization. In a centralized organization, decision-making is kept at the top level. Formalization refers to the amount of written documentation in the organization.  It indicates the extent to which job tasks are defined by formal regulations and procedures. These rules and procedures are written to standardize operations in organizations. Complexity equally refers to the degree of division which exists in organizations. Complexity can be measured in three dimensions namely horizontal separation, vertical separation and geographic separation Organizational performance refers to the extent to which an organisation achieves its objectives. Profitability, a measure of organizational performance, refers to the ability of an organization to earn financial gain or profit. Market share represents the percentage of an industry or market’s total sales, which is earned by an organization at a point in time while sales growth measures the percentage increase in company’s products or services. The study reviewed four theories namely Meier and Bohte’s Model of Span of Control, Hatch’s Model of Decentralization, Hierarchy- Community Phenotype Model of Organizational Structure and Chester Barnard’s Model on Structure. The findings of prior studies are consistent with the findings of this study.
The study made use of primary data, through structured questionnaire, to collect data from respondents. Descriptive statistics and regression analysis were used to analyze the data. The ethical principles of research was observed. The population of the study comprised 4, 575 employees of Airtel Nigeria at junior, senior and management cadres. However, the most appropriate sample size for this population going by Yamane formula is 368 employees. Out of the 368 questionnaires administered, 327 copies were returned, indicating a response rate of 88.2 %.
The findings showed that employees unanimously agreed that their organization has satisfactory performance in the areas of profitability, sales growth and market share. The opinions of the respondents reached a consensus that the organization is centralized, formalized and complex.
On the premise that the probability value of the estimated coefficients of the independent variables is less than the standard 0.05, the following alternative hypotheses were accepted.
1. Centralization has significant effect on profitability position of Globacom Limited. 
2. Formalization has significant effect on market share of Globacom Limited. 
3. Complexity has significant effect on sales growth of Globacom Limited.
5.2      Conclusion
The study tried to examine the effect of organizational structure on the corporate performance of Airtel Nigeria Limited. Arising from the results, the study concludes that organizational structure affects corporate performance with respect to profitability, sales growth and market share. The study maintains that structure determines performance, and that without suitable structure in place, an organization is bound to fail.
5.4    Recommendations
In line with the findings of this research that organizational structure is key to corporate performance of Airtel Nigeria Limited, the study put forward some recommendations that could help improve performance through adopting appropriate structures.
1. Management of Airtel Nigeria Limited are encouraged to adopt lesser layer in organizational hierarchy. Fewer layers facilitates a high level of integration of organizational members, quick response and decentralized decision-making.
2. Management are advised to reduce applying too rigid rules. High degree of rules do not only deprive employees from using this initiative but also discourage creativity, autonomous work and learning activity. 
3. Management are advised not only to adopt appropriate technology while designing structure but also always respond to changes in technology. This is because technology is a determining factor with regards to the effectiveness of organization and as well among the most prominent factors that determines the rule of competition. 
4. Management should combine elements of both task routine and variety in organizing employees for carrying out task in order to reap the advantages of both systems of task assignment.
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IMPACT OF ORGANIZATIONAL STRUCTURE ON CORPORATE PERFORMANCE OF FIRMS IN NIGERIA: CASE STUDY OF GLOBACOM LIMITED
Personal Information of Respondents
You are required to tick one out the boxes as relevant.
1. Gender:
Male  				[          ]
Female 			[          ]


0. Staff Position:
Junior staff 			[          ]
Middle staff			[          ]
Senior staff			[          ]
Management staff		[          ]


0. Length of service:
Below 6 years			[          ]
6-15years			[          ]
Above 15 years		[          ]


0. Educational Qualification
OND/others			[          ]
HND/B.Sc			[          ]
Postgraduate			[          ]

Organizational Structure 
You are required to indicate your opinion by ticking one out of the five boxes provided for each question. 

5= Strong Agree, 4= Agree, 3= Undecided, 2= Disagree, 1=Strongly Disagree
	
	Organizational Structure
	5
	4
	3
	2
	1

	
	Centralization
	
	
	
	
	

	1.
	The power and critical decision-making responsibilities are handled by top management.
	
	
	
	
	

	2.
	Decisions made by top management are effectively disseminated to lower organizational tiers.
	
	
	
	
	

	3.
	Lower organizational tiers accept the decisions of top management with positivity and good reception.
	
	
	
	
	

	4.
	Centralization brings equality of behavior that guarantees unvarying judgment and standardized progress.
	
	
	
	
	

	5.
	Centralization has provided great amount of flexibility in the organization.
	
	
	
	
	

	6.
	Centralization discourages bureaucracy and dictatorial style of leadership in the organization. 
	
	
	
	
	

	7.
	Centralization reinforces loyalty and commitment of employees in the organization.
	
	
	
	
	

	
	
	
	
	
	
	

	
	Formalization
	
	
	
	
	

	1.
	Top management specifies the procedures, rules and responsibilities for individual employees and organization units.
	
	
	
	
	

	2.
	Formalization has led to the development of processes, relationships and operating procedures in the organization.
	
	
	
	
	

	3.
	Formalization makes top management exercise full authority of subordinates as there is little or no room for familiarization
	
	
	
	
	

	4.
	Top management applies established procedures of punishment on subordinates that violates existing rules.
	
	
	
	
	

	5.
	Formalization has helped the organization establish clear and comprehensive rules and regulations between superiors and subordinates without wasting time on developing personal relations.
	
	
	
	
	

	6.
	Subordinates feel the personal support of their superiors despite the fact that the organization is highly formalized.
	
	
	
	
	

	7.
	Top management bears the major share of responsibilities for outcomes of organizational performance.
	
	
	
	
	

	
	
	
	
	
	
	

	
	Complexity
	
	
	
	
	

	1.
	There is clear differentiation between multiple entities in the organization.
	
	
	
	
	

	2.
	The size and structure of the organization is huge.
	
	
	
	
	

	3.
	The organization has multiplicity of stakeholders.
	
	
	
	
	

	4.
	The organization has multiple structures such as divisions, subsidiaries and joint ventures.
	
	
	
	
	

	5.
	Multiple people are involved in completing a particular job in the organization.
	
	
	
	
	

	6.
	Multiple steps have to be followed in a process to get the job done.
	
	
	
	
	

	7.
	The decisions of the organization are very large because the consequences of mistakes are greater.
	
	
	
	
	



Corporate Performance
You are required to indicate your opinion by ticking one out of the five boxes provided for each question. 

5= Strong Agree, 4= Agree, 3= Undecided, 2= Disagree, 1=Strongly Disagree
	
	Corporate Performance
	5
	4
	3
	2
	1

	
	Profitability
	
	
	
	
	

	1.
	The organization has been making profits for the past five accounting years.
	
	
	
	
	

	2.
	The organization is in good condition to generate adequate level of profit from its operations.
	
	
	
	
	

	3.
	Profitability indices such as return on asset, gross profit margin, net profit margin and return on investment is higher in the current period than previous period.
	
	
	
	
	

	4.
	Profitability indices of the organization are better than its competitors.
	
	
	
	
	

	5.
	Owners and stakeholders are satisfied with the profitability performance of the firm.
	
	
	
	
	

	
	
	
	
	
	
	

	
	Market Share
	
	
	
	
	

	1.
	The ratio of market share of the organization to the telecom industry is quite substantial.
	
	
	
	
	

	2.
	Stock market variables such as market per share and dividends per share have been on the upward trend over the years.
	
	
	
	
	

	3.
	Potential investors are attracted to the organization as a result of its creditable stock market performance.
	
	
	
	
	

	4.
	The organization rewards its owners with large return on their investment.
	
	
	
	
	

	5.
	There is possibility for this organization to have the largest market share in telecom industry in the next two-three years.
	
	
	
	
	

	
	
	
	
	
	
	

	
	Sales Growth
	
	
	
	
	

	1.
	The organization records huge amount of sales annually.
	
	
	
	
	

	2.
	The growth of sales of the organization has been tremendous.
	
	
	
	
	

	3.
	The sales growth rate of the organization is always on the upward trend.
	
	
	
	
	

	4.
	The organization is efficient in its selling operations.
	
	
	
	
	

	5.
	The organization is among the sales-leading firms in the Nigerian telecom industry.
	
	
	
	
	






APENDIX I

	Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Male
	174
	53.2
	53.2
	53.2

	
	Female
	153
	46.8
	46.8
	100.0

	
	Total
	327
	100.0
	100.0
	



	Education

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	HND/BSc
	168
	51.4
	51.4
	51.4

	
	Postgraduate
	159
	48.6
	48.6
	100.0

	
	Total
	327
	100.0
	100.0
	



	Position

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Junior
	35
	10.7
	10.7
	10.7

	
	Senior
	171
	52.3
	52.3
	63.0

	
	Management
	121
	37.0
	37.0
	100.0

	
	Total
	327
	100.0
	100.0
	



	Length

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Below 6years
	32
	9.8
	9.8
	9.8

	
	6-15 years
	223
	68.2
	68.2
	78.0

	
	Above 15 years
	72
	22.0
	22.0
	100.0

	
	Total
	327
	100.0
	100.0
	



	Descriptive Statistics for Structure Variables

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	CE1
	327
	3.00
	5.00
	4.5872
	.59976

	CE2
	327
	3.00
	5.00
	4.1988
	.76359

	CE3
	327
	3.00
	5.00
	3.8593
	.84637

	CE4
	327
	4.00
	5.00
	4.6116
	.48813

	CE5
	327
	4.00
	5.00
	4.4495
	.49821

	CE6
	327
	3.00
	5.00
	4.1284
	.63295

	CE7
	327
	3.00
	5.00
	4.1223
	.61949

	FO1
	327
	4.00
	5.00
	4.5260
	.50009

	FO2
	327
	3.00
	5.00
	4.1743
	.80081

	FO3
	327
	3.00
	5.00
	4.0245
	.53067

	FO4
	327
	3.00
	5.00
	4.6086
	.62635

	FO5
	327
	4.00
	5.00
	4.6728
	.46992

	FO6
	327
	3.00
	5.00
	4.1498
	.50048

	FO7
	327
	3.00
	5.00
	4.1040
	.58735

	CO1
	327
	3.00
	5.00
	3.9541
	.56021

	CO2
	327
	4.00
	5.00
	4.5596
	.49719

	CO3
	327
	3.00
	5.00
	4.3456
	.57545

	CO4
	327
	3.00
	5.00
	4.1284
	.59807

	CO5
	327
	3.00
	5.00
	4.2844
	.59277

	CO6
	327
	3.00
	5.00
	4.4251
	.63128

	CO7
	327
	3.00
	5.00
	4.0795
	.73044

	Valid N (listwise)
	327
	
	
	
	




	Descriptive Statistics for Performance Variables

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	P1
	327
	3.00
	5.00
	4.1713
	.61776

	P2
	327
	3.00
	5.00
	4.6422
	.56790

	P3
	327
	3.00
	5.00
	4.5474
	.52838

	P4
	327
	3.00
	5.00
	4.1254
	.62135

	P5
	327
	4.00
	5.00
	4.5260
	.50009

	M1
	327
	3.00
	5.00
	4.1743
	.80081

	M2
	327
	3.00
	5.00
	4.0245
	.53067

	M3
	327
	3.00
	5.00
	4.6116
	.62089

	M4
	327
	3.00
	5.00
	4.6697
	.47750

	M5
	327
	3.00
	5.00
	4.1498
	.50048

	S1
	327
	3.00
	5.00
	4.1040
	.58735

	S2
	327
	3.00
	5.00
	3.9541
	.56021

	S3
	327
	4.00
	5.00
	4.5566
	.49755

	S4
	327
	3.00
	5.00
	4.3486
	.57626

	S5
	327
	3.00
	5.00
	4.1284
	.59807

	Valid N (listwise)
	327
	
	
	
	



Regression
Model One
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	
	.883a
	.080
	.767
	.52026

	a. Predictors: (Constant), Centralization



	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	
	Regression
	3.046
	1
	3.046
	11.253
	.001b

	
	Residual
	87.969
	325
	.271
	
	

	
	Total
	91.015
	326
	
	
	

	a. Dependent Variable: Profitability

	b. Predictors: (Constant), Centralization



	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	3.808
	.222
	
	17.134
	.000

	
	Centralization
	.161
	.048
	.183
	3.355
	.001

	a. Dependent Variable: Profitability






