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Abstract 

This article presented information to demonstrate that sufficient organizational size leads to the formation of adequate 

organizational structure with hierarchal levels and departmentalization. The hierarchy and departmentalization precipitate the 

formation of organizational process which include the development of the chain and unity of command, span of control, and 

delegation (empowerment) all of which lead to organizational development. The author in this article demonstrated that 

sufficient organizational size (capacity) leads to the formation of adequate organizational structure with hierarchal levels and 

departmentalization. Structural organizational capacity was defined in this work in terms of size (space volume) that includes 

the total number of persons employed in an organization. Organizational size is an important contingency variable in macro-

organizational studies that can affect an organization’s knowledge management strategy, processes, and performance. The 

hierarchal levels and departmentalization precipitate the formation of organizational process which include the development of 

the chain and unity of command, span of control, and delegation (empowerment) all of which lead to organizational 

development (OD). OD is a pre-planned process that emanates from the highest level of the organizational hierarchy and 

whose aim is to augment the effectiveness and efficiency of organizational operations. Organizational size impacts upon the 

developmental process of organizations and has a direct effect on organizational performance and learning. The organizational 

structure was defined as a stable framework which depicts how the human and non-human elements in it are arranged and 

grouped. An adequate organizational structure allows the creation of a scalar design that consists of the executives, general 

managers, managers, and supervisors. The adequately formed hierarchal levels allow the formation and function of 

departments and divisions which denote how job activities are clustered together. Chain of Command was stated as the 

cascading process from the top hierarchy to the lowest one and depicts scalar accountability (a two- dimensional vertical 

movement), and responsibility in each level. Span of control denoted the number of persons in lower positions a supervisor is 

responsible for; it is a vertical relationship between the two levels. Delegation was defined as the downward movement of 

authority and responsibility that enables the recipients to assume responsible positions when promotional opportunities take 

place. 

Keywords 

Organizational Size, Organizational Structure, Organizational Levels, Departmentalization (Departments),  

Chain and Unity of Command, Span of Control, Delegation (Empowerment), Process 

 

 
 

http://www.sciencepg.com/journal/sjbm
http://www.sciencepg.com/journal/175/archive/1751302
http://www.sciencepg.com/
https://orcid.org/0009-0002-9175-2066


Science Journal of Business and Management http://www.sciencepg.com/journal/sjbm 

 

115 

1. Introduction 

The purpose of this work is to demonstrate how sufficient 

structural size in organizations allows the creation of ade-

quate organizational structures, organizational levels, and 

departments. The mission, goals, and objectives of organiza-

tions are responsible for the formation of commensurately 

sufficient structural size in their operations in order for them 

to function effectively and efficiently under organizational 

development. 

The writer of this work is both a university professor and a 

certified management consultant (CMC) whose lengthy ex-

perience with small and medium- size organizations has de-

tected that organizational inability to provide commensurate-

ly sufficient structural capacity, as is the case with small en-

terprises, constrains the attainment of its mission, goals, and 

objectives, and impedes its organizational development un-

der action orientation auspices. Subsequently, organizational 

structure, organizational levels, and departments allow the 

formation of the chain and unity of command, span of con-

trol, and delegation of authority and responsibil-

ity/empowerment that lead to the implementation of planned 

changes under action orientation and organizational devel-

opment. 

2. Revue of the Literature 

Organizational size impacts the developmental process of 

organizations and has a direct effect on organizational per-

formance and learning [8]. Organizational size is an im-

portant contingency variable in macro-organizational studies 

that can affect an organization’s knowledge management 

strategy, processes, and performance [7]. The present writer 

conducted research on organizational capacity in Honduras 

[13], and Ecuador [14], and Greece [15] and detected that the 

lack of adequate capacity in their business organizations was 

a deterrent to the organizational development of such enter-

prises. 

Organizational development (OD) is a pre-planned process 

that emanates from the highest level of the organizational 

hierarchy and whose aim is to augment the effectiveness and 

efficiency of organizational operations [11]. Laconically stat-

ed, OD aims to create organizations that operate on high effi-

ciency and effectiveness [2]. 

3. Methodology 

The data used in this work are both primary and second-

ary. The primary data are based on the present writer’s con-

sulting experience during six decades with small and medi-

um -size client organizations. The writer, based on his 

lengthy experience, indicated that small organizations have 

up to 50 employees and managers; medium size organiza-

tions have 50-100 persons employed [13] who are both em-

ployees and managers [14]. Secondary data emanate from 

the academic research conducted by the present writer [15] 

and other academic authors some of whom are listed in the 

References [6]. 

4. Results and Discussion 

4.1. Structure 

4.1.1. Structural Organizational Capacity 

Structural organizational capacity is defined in this work 

in terms of space volume (size) that includes the total num-

ber of people employed in organizations. Sufficient size al-

lows the formation of the organizational structure which sub-

sequently leads to the creation of levels, divisions, and de-

partments [9]. Sufficient size is being determined by the mis-

sion, goals, and objectives of each organization. 

4.1.2. Organizational Structure 

The organizational structure is defined as a stable frame-

work which depicts how the human and non-human elements 

in it are arranged and grouped [3]. Organizational structure, 

essence, and process are elements that are not pertinent to the 

personnel of the organization and their functions. 

4.1.3. Organizational Levels 

An adequate organizational structure allows the creation of 

a scalar design that consists of the executives /top manage-

ment, general managers, and managers/supervisors. Each of 

these three levels are dedicated to corporate affairs, man-

agement, and business/operational functions [4]. 

4.1.4. Departments 

The adequately formed hierarchal levels allow the for-

mation and function of departments (or divisions) which 

denotes how job activities are clustered together [5]. Ade-

quately formed organizational structure, organizational lev-

els, and departments allow the formation and function of the 

principles of organization that are chain and unity of com-

mand, span of control, and delegation/empowerment of au-

thority and responsibility. 

4.2. Process 

4.2.1. Chain and Unity of Command 

The cascading process from the top hierarchy to the lowest 

one and depicts scalar accountability (a two- dimensional 

vertical movement), and responsibility in each level [12]. 

Because there is a tendency to overstaff organizations, it is 

wise for managers to analyze and evaluate the necessity of 
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having all the existing levels. Frequently, level can be elimi-

nated and its functions are distributed to the levels below or 

above of the unnecessary level. 

4.2.2. Span of Control 

Span of control denotes the number of persons in lower 

positions a supervisor is responsible for; it is a vertical rela-

tionship between the two levels [1] that interplay through 

synergy whose aim is the effective and efficient process of 

delegation of authority and responsibility. Superiors and sub-

ordinates coordinate their divergent activities in order to al-

locate their resources effectively and efficiently. Upon re-

ceiving such the orders and suggestions from higher levels, 

subordinates become responsible for and accountable for 

their decisions and actions. 

4.2.3. Delegation (Empowerment) 

Delegation is the downward movement of authority and 

responsibility [10] that trains and enables the recipients of 

them to assume responsible positions when promotional op-

portunities take place. Effective, efficient, and timely delega-

tion of authority and responsibility is conducive to the devel-

opment of professional management because the recipients 

of the delegation have the opportunity to make their own 

decisions, thus developing their capabilities, expertise and 

skills that pave the way to their managerial development; this 

is also called empowerment. 

5. Concluding Statement 

In order to attain organizational development, organiza-

tions need to have sufficient size. Organizational develop-

ment (OD) is a pre-planned process that emanates from the 

highest level of the organizational hierarchy and whose aim 

is to augment the effectiveness and efficiency of organiza-

tional operations; OD aims to create organizations that oper-

ate on high efficiency and effectiveness. 

6. Summary and Conclusions 

The purpose of this article was to demonstrate how suffi-

cient organizational size allows the creation of adequate or-

ganizational structures, levels, and departments. Subsequent-

ly, organizational structures, levels, and departments lead to 

the formation of the chain and unity of command, span of 

control, and delegation of authority and responsibility (em-

powerment). All the elements mentioned above give impetus 

to organizational development. 

The author presented sufficient information by using pri-

mary and secondary data to support his thesis that sufficient 

structural size allows the formation of adequate organiza-

tional structure and process leading to organizational devel-

opment. 

Finally, the author wishes that other researchers in the fu-

ture contribute to the enhancement of the information and 

knowledge on the topic in this work. 
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