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Abstract: This essay analyzes the roles of various schools of thought in organization theory in determining the
challenges they face. It explores various perspectives comprising systems theory, resource dependence theory,
human resource theory, institutional theory, strategic choice theory contingency theory, and organizational culture.
Each of these schools of thought initiates various insights into organizational structures, dynamics, and procedures
thus influencing organizations to identify and address the specific challenges they encounter. In effectively
addressing these challenges, an appropriate structure is prescribed entailing communication channels,
organizational culture, accountability systems, performance measurements, stakeholder engagement and
collaborations accountability systems, and knowledge management. Effective organizational structures including
network, matrix, and functional structures initiate clarity of responsibilities, decision-making procedures, and
responsibilities. Appropriate communication channels comprising regular team meetings, cross-functional
communication, and open-door policies influence information sharing and collaboration in the workplace. The data-
driven approaches, agile decision-making procedures, and experimental cultures enable organizations to make
informed decisions in adapting to changing circumstances. Initiating a supportive culture, and embracing innovation
enhance effective problem-solving procedures. The performance accountability and measurement systems ensure
alignment and progress monitoring of organizational goals. Through regular adaptation and evaluation, of the
organizational structure, continued efficacy and relevance in addressing emerging challenges enable organizations
to navigate complexities, adapt to various changes, and thrive in the ever-evolving landscape.

Keywords: various schools, organization theory, organizational structures, dynamics, organizational culture,
accountability systems.

1. INTRODUCTION

Different schools of thought offer different lenses through which organizations can analyze and understand their internal
and external environments, enabling them to align their structure effectively. Organizational theory of these various schools
of thought provides valuable frameworks and perspectives that can assist an organization in highlighting its challenges and
prescribing a suitable structure to deal with them. The contingency theory is one prominent school of thought which suggests
that there is no one-size-fits-all approach to organizational structure (Chong et al., 2022). Hence, organizations should
design their structure based on their environment's specific demands and contingencies. Organizations can identify their
challenges and align their structure accordingly, considering factors such as technology, size, strategy, and culture
(Drechsler et al., 2020). For example, a rapidly changing technological environment may require a more flexible and
adaptable structure. The systems theory is another influential school of thought, which views organizations as complex
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systems interacting with their environment. Carlgren et al. (2022) emphasize the interdependencies and interactions between
different parts of the organization and its environment. Organizations can identify potential challenges and design a structure
that facilitates effective coordination and integration of activities by understanding these relationships. The resource-based
view suggests that the structure should be aligned with the organization's unique resources and competencies to achieve a
competitive advantage. It focuses on an organization's internal capabilities and resources (Donnellan et al., 2019). Their
strengths and weaknesses are analyzed to determine organizations' challenges in utilizing their resources effectively and
design a structure that optimizes resource allocation and utilization.

Background of the Study

Historically trends have evolved in organization theory, influencing the changing paradigms and perspectives and
understanding of how organizations function. Since Frederick Taylor pioneered the early scientific management approach
to modern and post-modern theories, these frameworks have shaped organization design thinking and development
(Cokglingor et al., 2021). This essay will explore the implications of Taylor's scientific approach to today's organizations;
since Taylor is considered the father of scientific management, he introduced a scientific approach to improving
organizational efficiency and productivity. He focused on scientific methods and principles to study work processes and
determine the most efficient task performance. Taylor's approach emphasized breaking down work into smaller,
standardized tasks and optimizing workflow through time and motion studies, targeting to reduce waste, eliminate
inefficiencies, and enhance worker productivity.

Taylor's scientific approach's impact on today's organizations can be seen in several ways. His emphasis on efficiency and
productivity remains relevant in contemporary organizations. Efficiency is essential for organizations to stay competitive
and meet customer demands. Through workflow optimization and analysis of work processes, organizations can identify
inefficiencies, streamline operations, and achieve higher productivity levels. Moreover, Taylor's scientific management
approach has influenced the development of organizations' performance measurement and reward systems.

Furthermore, his ideas of standardizing work and setting performance targets laid the foundation for modern performance
management practices. Today organizations use key performance indicators (KPIs) to measure employee performance,
align individual goals with organizational objectives, and provide incentives based on achievement. Taylor's principles have
provided a framework for organizations to establish objective criteria for evaluating employee performance and promoting
accountability (Hayat et al., 2022)

However, Taylor's scientific approach also has some limitations and implications that must be critically examined. The
potential dehumanization of work is one of the criticisms; his focus on productivity and efficiency is seen as neglecting the
human aspect of work by disregarding workers' creativity, skills, and intrinsic motivation. Organizations today recognize
the importance of employee engagement, job satisfaction, and empowerment in achieving long-term success, striving to
create a work environment that values and leverages their employees' unique talents and capabilities. Moreover, Taylor's
approach also implies potential resistance and alienation among workers since it breaks down tasks into repetitive and
monotonous activities, leading to job dissatisfaction and a lack of autonomy (Bérastégui et al., 2021). Organizations
increasingly value employee autonomy, empowerment, and participation in decision-making processes in today's
knowledge-based economy; hence, they seek to create a more collaborative and inclusive work environment that encourages
employee engagement, innovation, and creativity.

Flat organizational structures are demonstrated by fewer hierarchical levels and a greater emphasis on employee autonomy
and empowerment hence can promote innovation, with the structures fostering collaborations, open communication, and
the exchange of ideas among employees at all levels (Mustafa et al., 2022). Moreover, it eliminates excessive bureaucracy
and provides direct access to decision-makers. Risk-taking, experimentation, and implementing innovative ideas are
encouraged in flat structures. Hence, when organizations align to a more balanced structure, they can create a culture that
supports and promotes innovation.

Organizations that intend to facilitate innovation by bringing together employees with diverse backgrounds, skills, and
expertise go for Cross-functional and matrix structures. These structures encourage interdisciplinary teamwork and the
exchange of ideas. Cross-functional and matrix structures foster creativity, problem-solving, and exploring new possibilities
by breaking down departmental silos and promoting collaboration and knowledge sharing across different functional areas
(Lee et al., 2020). Organizations can enhance innovation capabilities by aligning the structure to promote cross-functional
collaboration.
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Specific structures, like innovation hubs or labs, dedicated to fostering and driving innovation are adopted by some
organizations to provide a separate and focused space for employees to explore new ideas, experiment, and develop
innovative solutions. Fuller et al. (2021) discovered that innovation hubs operate with greater flexibility, fewer bureaucratic
constraints, and dedicated resources for research and development. Hence, organizations can create a distinct environment
that prioritizes and nurtures innovation by aligning the structure to include reliable innovation hubs or labs.

Leadership styles influence organizational structures and decision-making processes, significantly impacting innovation.
Structures that encourage participatory decision-making and empower employees to contribute to the innovation process,
and foster a culture of innovation require supportive leaders who promote risk-taking, reward creativity, and provide
resources and guidance for innovation initiatives can inspire and motivate employees to generate innovative ideas (Kashan
et al., 2021). Organizations can cultivate an innovation-friendly culture by aligning the structure to support supportive
leadership and participatory decision-making.

2. LITERATURE REVIEW AND EMPIRICAL STUDIES

This review examines the roles of various schools of thoughts in organizational theory thus enabling organizations to
indicate the challenges they face. Furthermore, it explores the diverse perspectives developed by various theories,
organizational cultures, and symbolic interpretations. In gaining these theoretical frameworks, organizations are capable of
gaining valuable insights into their dynamics, processes, and structures thus enabling them to understand and identify
specific challenges they face. This review emphasizes the significance of developing an appropriate organizational structure
in effectively addressing these challenges while integrating factors such as communication channels, organizational design,
and culture. Through examining the existing literature, this review provides a comprehensive and nuanced understanding
of how organizations can utilize various thoughts to navigate and successfully overcome their challenges.

Classical School of Thought

Jones (2013) denotes that this school of thought helps organizations highlight challenges related to productivity and
efficiency, for instance, organizations can analyze and measure work processes to identify areas for improvement and
enhance efficiency through techniques like motion and time studies. Also, they can identify challenges such as redundancy,
bottlenecks, or unnecessary task processes that hinder optimal performance by studying the formal structures, workflow,
and division of labor within an organization (Biron, et al., 2021). This school of thought emphasizes principles of rationality
in organizations, scientific management, and bureaucratic structures and it emerged during the early 20th century associated
with thinkers like Henri Fayol and Frederick Taylor.

Human Relations School of Thought

This school of thought assists organizations in highlighting challenges related to interpersonal relationships, employee
motivation, and communication, for instance, organizations can identify challenges such as conflicts among team members,
low employee morale, or ineffective communication channels through observations, surveys, and interviews. Robbins
(1990) states that for the organization to improve employee overall organizational effectiveness, satisfaction, and teamwork,
and, it has to understand such challenges. Researchers like Elton Mayo conducted studies at the Hawthorne Works,
highlighted the significance of psychological and social aspects in the workplace (Draft, 2015). This school of thought
shifted the focus from a purely mechanical view of organizations to a consideration of human factors after gaining
prominence in the 1930s.

Organizational Culture and Symbolic Interpretation

Organizations can identify challenges like resistance to new initiatives due to cultural inertia or cultural clashes between
different departments by studying organizational culture. This organizational culture encompasses the shared norms,
assumptions, and values that guide employee decision-making and behavior (Jones, 2013). This perspective thus assists
organizations in highlighting challenges related to organizational identity, cultural conflicts, and resistance to change, hence
allowing organizations to develop strategies aligning with the organizational identity, managing cultural change, and
fostering a culture of innovation with strategic goals (Chong & Duan, 2022). Significantly, it emphasizes the role of shared
symbols, beliefs, and values in shaping organizational practices and behavior.
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Each school provides a unique lens to examine organizational processes, dynamics, and structures, enabling organizations
to identify and highlight the specific challenges they face, thus improved organizational performance and success can be
achieved when organizations develop targeted interventions and strategies to address their challenges effectively by
considering these diverse perspectives (Draft et al., 2017). Hence, organizations can gain a comprehensive understanding
of their challenges by utilizing the insights from these different schools of thought.

Innovation Networks and External Collaboration

Organizational structures can encompass external networks and collaborations extending beyond the organization's
boundaries, encouraging partnerships with external stakeholders, such as suppliers, customers, research institutions, or
startups, and facilitating access to diverse knowledge, resources, and perspectives (Shukla et al., 2020). Moreover, external
collaborations stimulate innovation by exposing organizations to new ideas, market insights, and technologies.
Organizations can broaden innovation capabilities by aligning the structure to promote external collaboration and innovation
networks.

Flexibility and Adaptability

Adaptable and flexible organizational structures promote innovation; this allows for agile decision-making, quick resource
allocation, and the ability to respond to market changes to facilitate innovation processes (Attar et al., 2020). When
organizations embrace flexible structures, like modular or virtual structures, they can quickly adapt to emerging trends and
seize innovation opportunities. Organizations can foster a culture of innovation by aligning the structure to support
flexibility and adaptability.

Learning Culture and Knowledge Management

The learning culture and knowledge management practices can be influenced within an organization by its organizational
structures. Employees are provided with the tools and resources to develop innovative ideas by prioritizing continuous
learning, knowledge sharing, and the exchange of best practices in its structures (Abdelwhab et al., 2019). Moreover,
structures that encourage the documentation and dissemination of lessons learned and promote a culture of experimentation
and reflection contribute to organizational learning and innovation. Organizations can enhance innovation capabilities by
aligning the structure to foster a learning culture and effective knowledge management.

Organizational Structure and Strategic Fit

When organizational structure and strategic fit are aligned organization's success is ensured. The structure of an organization
encompasses its formal hierarchy, division of labor, reporting relationships, and coordination mechanisms. Strategic fit is
the degree of congruence between an organization's structure and strategic goals and objectives. This essay explores the
relationship between organizational structure and strategic fit by examining how different structures facilitate or hinder the
implementation of strategic initiatives.

The Influence of Organizational Structure on Strategic Fit

Constraining or enabling an organization's ability to achieve strategic fit hinges on its organizational structure; hence, a
well-aligned structure supports the implementation of strategic initiatives by ensuring effective communication,
coordination, and resource allocation (Bunder et al., 2022). A functional structure with clear departmental divisions
facilitates specialization and efficiency, making it suitable for organizations pursuing a cost leadership strategy. Moreover,
aligning with organizations pursuing differentiation strategies, a product-based structure focusing on cross-functional teams
enhances coordination and flexibility.

Functional Structure and Strategic Fit

Ridgely et al. (2020) discovered that the functional structure classifies employees based on specialized functions, it includes
operations, finance, and marketing. Organizations seeking efficiency align well with this structure, standardization, and
economies of scale. Strategic fit is attained when the organization's goals focus on optimizing internal processes, functional
excellence, and reducing costs. Organizations can streamline decision-making, enhance communication within functional
units, and achieve economies of scale by aligning objectives with this structure.
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Divisional Structure and Strategic Fit

The divisional structure contrasts with the functional structure since it arranges the organization into self-contained divisions
based on products, geographical regions, or markets (Drobne et al., 2021). The organizations align their structure with
strategic goals emphasizing market responsiveness, customer focus, and innovation. The divisions operate autonomously,
with their resources and decision-making authority, allowing quick adaptation to specific market conditions. Strategic fit
here is attained when the structure supports the organization's need for decentralized decision-making, product or service
customization, and customer segmentation.

Matrix Structure and Strategic Fit

The matrix structure creates dual reporting lines and promotes cross-functional collaboration by combining elements of
both functional and divisional structures (Sardanelli et al., 2020). Hence, it is suitable for organizations operating in complex
and dynamic environments here, and strategic fit is achieved when the structure supports the simultaneous pursuit of
multiple objectives, including product development and geographic expansion, by providing the necessary coordination and
expertise sharing across functions and divisions. However, it can also introduce challenges, including power struggles and
role ambiguity, which need careful management to maintain strategic fit.

Agile Structures and Strategic Fit

Self-organizing teams, rapid decision-making, and flexibility define agile structures. Organizations pursuing innovation and
adaptability prefer these structures. Strategic fit is achieved here when the structure enables quick response to market
changes, fosters experimentation, and promotes cross-functional collaboration (Pusenius et al., 2019). Moreover, they
empower employees to take ownership of their work, foster a culture of continuous improvement, and promote knowledge
sharing.

Organizational Structure and Change Management

Change is an inescapable feature of organizational life, and organizations should adjust to developing internal and external
situations to remain competitive. The alignment between organizational structure and change management is vital for
successfully formulating and navigating during times of change. This essay surveys the relationship between change
management and organizational structure, inspecting how distinct structures can ease or hinder the fruitful formulation of
change initiatives.

Structural Adaptability and Change

Organizational structure has a critical role in providing organizational adaptability. Structures that are agile, flexible, and
responsive to change can facilitate the fruitful formulation of change initiatives (Attar et al., 2020). For instance,
organizations with empowered teams, flat structures, and decentralized decision-making can react quickly to changing
market conditions and internal dynamics. A strategic fit is attained when the structure permits collaboration, effective
communication, and decision-making during times of change.

Communication and Coordination

Effective communication and coordination are essential during periods of change. Organizational structures that foster clear
reporting lines, open communication channels, and collaboration mechanisms provide information flow and coordination
of activities (Chong et al., 2022). For example, matrix structures facilitate multiple communication pathways and permit
cross-functional collaboration, spreading change-related information and adjusting attempts across various departments and
teams.

Change Leadership and Structure

Mansaray et al. (2019) discovered that change initiatives need strong leadership to control and motivate employees
throughout the change process. The organizational structure should bear the responsibilities and roles of change leaders,
ensuring they possess the authority, resources, and help to control change successfully. For instance, generating committed
change management teams or units within the structure can foster the organization's change leadership competencies.
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Resistance to Change and Structure

A chronic problem faced by organizations is resistance to change. Organizational structures that enhance a culture of
transparency, trust, and involvement of the employees can assist in reducing resistance to change (Masood et al., 2023).
The flat structures that motivate involvement and engagement in decision-making can facilitate workers with ownership
and minimize resistance. Furthermore, structures that enable clear communication channels and engage workers in the
change process early in advance, for instance, in the early stages, can assist in highlighting issues raised and gaining buy-
in.

Structural Alignment with Change Objectives

Bevan et al. (2019) discovered that change objectives need different structural alignments. A good example is if the change
initiative focuses on improving efficiency and streamlining operations, a functional structure with clear responsibilities and
roles may be helpful. On the contrary, a matrix can be preferred if the change initiative aims to foster cross-functional
collaboration and innovation. Strategic fit can be attained when the structure aligns with the particular objectives and needs
of the change initiative.

Organizational Culture and Structure

Organizational culture controls how change is discerned, embraced, and formulated. Alignment between culture and
structure is vital for successful change management. If they want change brings a quarrel with the prevailing culture, and
formulation and resistance problems will be encountered (Naveed et al., 2022). The structures that support norms and
cultural values can promote the integration and acceptance of change. The structure must be adjusted when a relevant
cultural shift is needed to keep the wanted cultural change.

Flexibility in Structure to Adapt to Change

Organizations that expect significant and repeated changes may embrace flexible structures that can adjust to developing
situations. For instance, network or modular structures facilitate the flexibility of swiftly rearranging teams and resources
based on changing needs and priorities (Viswanathan et al., 2023). These structures assist organizations in reacting quickly
to appearing chances and problems, fostering their capability to steer change successfully.

Organizational Structure and Communication Effectiveness
Communication Channels and Flow

Organizational structure controls the communication flow and channels within an organization. The structures with clear
reporting lines and hierarchical levels may hinder communication by generating barriers and delays in the information flow.
Contrarily, in structures that enhance open communication channels, like matrix or flat structures, the accessibility and
speed of communication are promoted. Organizations can better communicate productiveness by aligning the structure
using efficient communication channels and reducing bureaucratic layers.

Formal and Informal Communication Networks

Organizational structures can shape both informal and formal communication. Formal communication networks consist of
official channels like memos, meetings, and emails, while informal communication consists of informal conversations,
grapevine communications, and social interactions. Specified structures, like matrix or cross-functional structures, promote
the development of informal communication networks by enhancing interaction and collaboration across various teams and
departments (Lee et al., 2020). Organizations can foster communication effectiveness and strengthen the behavior of sharing
information and even cooperation.

Vertical and Horizontal Communication

Organizational structures control the patterns of horizontal and vertical communication within an organization. Horizontal
communication occurs between teams or individuals at the same level, while vertical communication moves up and down
the hierarchical levels. Hierarchical structures may impede communication by strengthening silos and restricting interaction
between departments. Contrarily, cross-functional teams and flatter structures enhance horizontal communication, breaking
down barriers and ensuring collaboration (Manoli et al., 2021). Organizations can improve the successful sharing of
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information, coordination, and decision-making by aligning the structure to motivate horizontal and vertical
communication.

Communication Clarity and Consistency

Organizational structures influence the consistency and clarity of communication. Structures with well-defined roles,
responsibilities, and reporting lines foster transparency by ensuring that information reaches the right teams or individuals.
On the contrary, structures with overlapping functions or unclear reporting lines can generate ambiguity and confusion.
Organizations can improve communication productivity and lower misunderstandings by aligning them to facilitate clear
communication pathways and responsibilities.

Communication Technology and Infrastructure

Organizational structures control the communication infrastructure and technology used within an organization. Wang et
al. (2020) asserted that various structures might need unique communication systems and tools to help collaborate and share
information. A good example is virtual or remote teams that depend mainly on digital communication platforms, while co-
located teams make good use of face-to-face meetings or shared workspaces. Organizations can foster communication
fruitfulness and provide a seamless exchange of information by aligning the structure with suitable communication
technology and infrastructure.

Managing Organizational Challenges

Currently, organizations face numerous challenges that can influence their sustainability and success, thus to address such
challenges, they need a suitable structure that enables them to optimize their performance, navigate complexity, and adapt
to change. Therefore, taking into account various dimensions such as decision-making processes, cultural aspects,
organizational design, and communication channels, this essay will outline a suitable structure to deal with identified
challenges in an organization.

Clear Organizational Structure

It provides clarity on decision-making responsibilities, reporting lines, and authority thus very essential for dealing with
challenges effectively. The key elements of a suitable organizational structure include functional structure which facilitates
specialized expertise, clear roles and responsibilities, and coordination within departments through grouping employees
based on their departments or specialized functions, such as operations, HR, finance, and marketing (Draft et al., 2017).
Also, organizations should establish committees or cross-functional teams to foster information sharing and collaboration
across departments to address challenges related to communication gaps between departments or solo thinking that may
arise (Jones, 2013). The matrix structure also facilitates cross-functional collaboration, flexibility, and innovation by
combining functional departments with project-based teams.

Organizations should establish clear guidelines for decision-making, matrix reporting, and communication to deal with
challenges related to role ambiguity, resource allocation, or conflicting priorities that may arise. This would ensure that
employees have a clear understanding of their functional objectives and project and that responsibilities and roles are well-
defined (Egitim et al., 2021). Furthermore, the network structure allows organizations to leverage external expertise and
resources. It is characterized by decentralized and flexible decision-making, where the organization relies on strategic
outsourcing, partnerships, and alliances (Hristov & Chirico, 2019). Therefore, organizations should establish regular
communication channels, effective governance mechanisms, and clear performance metrics to foster collaboration and
alignment among network partners to address challenges related to managing a network of partners, maintaining control,
and ensuring coordination that may arise.

Effective Communication Channels

They enhance decision-making, facilitate the flow of information, and promote collaboration thus being very vital for
addressing organizational challenges. There are some recommendations for establishing effective communication channels,
including an open-door policy which helps in identifying challenges at an early stage and facilitates timely resolution. This
is achieved when employees feel comfortable expressing their suggestions, ideas, and concerns to higher-level management
or their supervisors (Jones, 2013). Continuous regular team meetings enable employees to collectively address challenges,
share their perspectives, and align their efforts. It is conducted to foster collaboration, provide updates, and discuss
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challenges. Furthermore, cross-functional communication which facilitates effective problem-solving, ensures that
information flows smoothly between departments, and encourages knowledge sharing (Draft et al., 2017). It is promoted
through the establishment of platforms, such as online collaboration tools, interdepartmental meetings, or project teams.
Among them is performance feedback which provides opportunities to address challenges related to career development,
performance, and skill gaps.

A robust implementation of performance feedback should be made to encourage open and constructive communication
between employees and managers. Moreover, digital communication tools help ensure that critical information reaches the
relevant stakeholders, overcome geographical barriers, and enable remote collaboration. These tools should be utilized to
facilitate efficient and timely communication (Draft, 2015). They may include intranet platforms, instant messaging, project
management software, or email.

Agile Decision-Making Processes

They enable organizations to respond swiftly to changing circumstances and make informed decisions, hence they are very
important for addressing challenges effectively and promptly. There are some recommendations for establishing agile
decision-making processes, including delegation of authority which helps in empowering the employees to make decisions
within their areas of expertise, reducing the burden on top-level management, and allowing for faster response times
(Robbins, 1990). This is significant in initiating decision-making authority at various organizational levels.

The cross-functional decision-making ensures that decisions consider the broader organizational impact, promotes diverse
perspectives, and fosters collaboration by involving relevant stakeholders from diverse functions or departments in the
decision-making process. The data-driven decision-making encourages the analysis and collection of relevant data to
evaluate potential solutions, inform decision-making, and identify trends to challenges (Ji et al., 2020). Therefore, this is
critical in emphasizing the need for data-driven decision-making procedures among organizations. Notably, it is important
to adopt a culture of rapid prototyping and experimentation to test potential solutions to challenges within the organization
(Robins, 1990). Continuous learning and adaptation encourage regular reviews and reflection on decisions and outcomes in
identifying lessons learned and adjusting strategies accordingly thus fostering a learning culture where mistakes are viewed
as opportunities for improvement is very significant.

Organizational Culture and Change Management

Organizations should foster a culture that embraces adaptability, innovation, and collaboration, to effectively address
challenges. They should instill organizational culture playing a crucial role in driving change and dealing with challenges.
There are some recommendations for developing a suitable organizational culture, including leadership support where
leaders should ensure that their actions align with the desired cultural values, lead by example, and communicate the
importance of culture (Draft et al., 2017). Leaders should actively promote and support the desired organizational culture.
Furthermore, employee engagement by encouraging their participation in initiatives, recognizing and rewarding their
behaviors, and involving them in decision-making processes aligns with the desired organizational culture.

The change of management entails involving employees in the change process, providing training and support, measuring
the effectiveness of change initiatives, assessing the impact of change, and communicating the rationale behind it (Draft et
al., 2017). This entails learning and development which helps employees acquire the necessary competencies to address
challenges effectively and embrace change. Therefore, innovation and risk-taking fostering agility, resilience, and creativity
in addressing challenges enable employees to feel empowered to experiment, learn from failures and propose new ideas.

Theoretical Framework

The following schools of thought in organizational theory can help organizations address their problems and advise fitting
structures to deal with them. Let's check the contributions of some of the schools of thought:

Systems Theory

System theory sights organizations as complex structures that have interconnected parts. It acknowledges the power of
external factors and the urge for organizations to adjust to their environment. This school of thought helps organizations
address problems associated with a lack of adaptability, siloed decision-making, and poor alignment with the external
environment (Carlgren et al., 2022). Systems theory advises on satisfactory structures that foster information sharing, cross-
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functional collaboration, and decentralized decision-making. With this school of thought, organizations can analyze how
different components, such as teams or departments, influence and interact with one another helping to identify challenges
arising from disruptions or imbalances in the organizational system, such as lack of integration, poor coordination, or
communication breakdowns between departments (Bibi et al., 2022). Hence, this school of thought assists organizations in
highlighting challenges related to systemic issues, interdependencies, and feedback loops.

Moreover, organizations can implement interventions to enhance overall organizational performance, improve system
integration, and address systemic issues by understanding the challenges they face (Bunder, 2022). Significantly, systems
theory views organizations as complex systems composed of interdependent elements that work together to achieve
common goals. It can help organizations address problems associated with operational inefficiencies, the demand for a clear
division of labor, and the lack of standardized processes. It advises on satisfactory structures like standardized procedures,
top-down decision-making, and hierarchical organizational charts. It mainly stresses the relevance of understanding human
behavior and inspiration within organizations (Weatherburn et al., 2020). It also helps organizations address problems
associated with poor communication, low employee morale, and ineffective leadership. This school of thought advises on
satisfactory structures that stress open communication channels, employee participation, and supportive leadership styles.

Contingency Theory

This theory prompts organizations to consider the fit between their internal characteristic, including culture, size, and
technology, and the external environment, including market conditions or industry dynamics. Also, it assists organizations
in highlighting challenges related to aligning strategies, structures, and processes with the internal environment and external
factors (Jones, 2013). Understanding challenges such as issues related to organizational structure, resistance to change, or
difficulties in adapting to new market trends helps organizations enhance their adaptability and competitiveness, thus
tailoring their approaches and developing strategies that align with their specific contexts (Boh et al., 2023). This explains
why there is no universal approach to organizational management and the effectiveness of practices depends on the specific
context as recognized by this contingency theory. It stresses the relevance of locating and employing the organization's core
capabilities (Donnellan et al., 2019). This school of thought helps organizations address the problems associated with
resource restrictions, inefficient resource allocation, and lack of differentiation. It advises preferable structures that permit
knowledge sharing, resource allocation, and exploiting core competencies.

Institutional Theory

This theory helps organizations understand challenges arising from the need to adapt to changes in regulations, conform to
industry norms, or adhere to societal expectations, thus by studying institutional dynamics and forces, organizations can
identify challenges like navigating cultural conflicts, maintaining legitimacy, or managing stakeholder expectations during
acquisitions or mergers (Chaurasia et al., 2020). This allows organizations to align their practices with the institutional
environment and develop strategies to address these challenges. Consequently, organizations operate within regulatory,
social, and cultural, contexts that shape their practices and behavior (Draft, 2015). This theory explores the impact of
institutional pressures, social values, and norms on organizations.

Organizations rely on external resources such as financial institutions, suppliers, or customers to fulfill their needs and
goals, hence they can identify challenges such as power imbalances in relationships, overreliance on a single supplier, or
vulnerability to changes in resource availability by analyzing resource dependencies (Christophers, 2023). The resource
dependence theory assists organizations in highlighting challenges related to managing, acquiring, and controlling critical
resources. After understanding the challenges, organizations can develop contingency plans, diversify their resource base,
or build strategic partnerships to enhance resource acquisition and management and mitigate risks (Draft, 2015). Hence the
theory examines the influence of resource dependencies on organizational decision-making and behavior.

3. CONCLUSIONS

Various schools of thought in organizational theory offer valuable perspectives for organizations to identify and manage
the challenges they face. These organizational theories focus on the need for flexible structures and approaches to
highlighting the interconnectedness of organizational elements. Furthermore, they delve into resource acquisition and
management and focus on conformity to external pressures. Through this, they underscore the importance of people in
organizational success and the decision-making processes. These shed light on cultural challenges and identity alignment.
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Through balancing these perspectives, organizations are capable of developing a suitable structure promoting clear
communication, agile decision-making, stakeholder engagement, and continuous learning. This influences organizations to
adapt to change, navigate complexities and optimize performance thus leading to sustained success in a conducive business
environment.
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