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ABSTRACT 
 
In the Philippines’ social and economic structure, cooperatives play a significant role, particularly in rural 

areas, by facilitating market access and resource distribution and fostering communal growth. Despite being 

recognized by government policies as key contributors to financial inclusion, economic growth, and poverty 

eradication, the effectiveness of cooperatives concerning their organizational structures is often overlooked. 

This study aims to determine the correlation between Organizational Structure and Employees’ 

Performance: The Case of a Multipurpose Cooperative in Nueva Vizcaya. It employs a quantitative 

approach, combining descriptive and correlational designs. The survey questionnaire used in this study is 

adopted from three research sources. The results revealed that most of the cooperative’s workforce was 

comprised of young professional women, with an average age of 29.97. The respondents were 

predominantly from the Accounting Department, with a notable representation from lower/operational 

management. Moreover, a substantial portion of the respondents had tenure exceeding six months. The 

results indicated a positive perception of the subcategories within the organizational structure, significantly 

influencing employee performance. However, certain aspects of the organizational structure, such as 

hierarchical structure, formalization, and internal and external boundaries, showed no significant 

relationship with employee performance. These findings highlight the complex interplay between 

organizational structure and employee performance in a cooperative setting. 
 

Keywords: Decentralized, internal and external boundary, formalization, hierarchical structure, technology 

 

INTRODUCTION 
 
Cooperatives have a long and rich history in the Philippines. Those living in rural areas, like farmers,  

fishermen, and other small-scale producers, often utilize this to access markets, loans, and other resources. 

As stated in an article on the website of the First Community Cooperative in the Philippines, cooperatives 

enable connections through shared ownership and control and serve the specific needs of their community. 

This means cooperatives can provide access to goods and services that may otherwise be unavailable. 

Additionally, cooperatives often reinvest their profits into the community through education, job creation, 

and charitable giving, promoting community development and improving the local economy. Ultimately, 

cooperatives help to improve the quality of life for the members of a community by providing a means for 

them to work together towards shared goals and aspirations (FICCO, 2020). 
 

Article 3 of the Republic Act No. 9520 (RA 9520) defines a cooperative as an autonomous and duly 

registered association of persons with a common bond of interest who have voluntarily joined together to 

achieve their social, economic, and cultural needs and aspirations by making equitable contributions to the  
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capital required, patronizing their products and services and accepting a fair share of the risks and benefits 

of the undertaking following universally accepted cooperative principles. 
 

The cooperative has been employed as a government policy instrument to promote social justice and 

economic expansion. The policy is well outlined in the Philippine Constitution of 1987 and in the enabling 

laws that the Philippine legislature passed at the turn of the century. Under the Philippine Development Plan 

(2011-2016), cooperatives are anticipated to significantly contribute to the goals of (a) achieving rapid, 

inclusive, and sustained economic growth, (b) promoting financial inclusion, and (c) lowering poverty 

(Castillo, 2017). 
 

The cooperative industry is critical in the economy and social development of many communities, including 

Nueva Vizcaya. However, the success of cooperatives depends on various factors, including the 

effectiveness of their organizational structure. According to the Republic of the Philippines Cooperative 

Development Authority (2021), there are currently 231 cooperatives registered in the province of Nueva 

Vizcaya. 
 

In the broader context of organizational development, it is interesting to note that organizational structures 

have evolved since the 1800s. During the “Industrial Revolution,” workers were organized to produce parts 

for the product moving down the assembly line. The scientific management approach developed by 

Frederick Taylor streamlined how activities were carried out, allowing employees to focus on one task and 

do it as effectively as possible. Moreover, during the 20th century, General Motors established a ground- 

breaking organizational structure where each significant division produced its automobiles. Organizational 

structures like virtual organizations are evolving quickly, moving from traditional to flexible ones 

(Satyendra, 2020). 
 

Váchal and Talíř (2020) emphasized the importance of organizational and management structure as a vital 

component of business architecture because it plays a bigger role in the future as it pursues its business 

objective. In fact, due to the dynamic business environment, major changes may be seen in the organization 

and management of business operations that make up its organizational and management structure. 
 

In addition, an organization can be compared to a building whose strength depends on the foundation and 

structure that supports it. The structure is the arrangement of connected components (resources) in a 

building that allows it to be stable, withstand stress, and produce the desired form. For an organization’s 

performance to be effective, it is crucial to comprehend how the organization’s connected components 

(structure) are arranged (Adekola, Bello, & Eze, 2017). 
 

An organization’s effectiveness, including its employees’ performance, significantly correlates with its 

organizational structure. Every organization uses organizational structure to regulate employee behavior to 

ensure that activities are completed successfully and efficiently to achieve the organizational goals. To assist 

management in regulating employee behavior in organizations, activities are systematically planned, 

divided, and coordinated, according to Adekola et al. (2017). 
 

Immediate supervisors advocate for employees, gathering and allocating the resources required to execute a 

successful job and providing reassuring feedback for a job well done. As an element in the workplace 

environment, a supervisor’s interpersonal function is crucial to promoting goodwill, boosting employee 

confidence, and improving performance. 
 

Although there is a widespread understanding that organizational structure can significantly impact 

employee performance, there is still a lack of research regarding the cooperative sector. Therefore, this 

study aims to address this gap by examining the relationship between organizational structure and employee 

performance in the cooperative industry of Nueva Vizcaya. Furthermore, it also aims to determine the  
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respondents’ perception of a multipurpose cooperative’s organizational structure and employee performance. 
 

Organizational Structure 
 

Organizational structure refers to how an organization arranges its hierarchy of authority, communications, 

rights, and duties within its workforce. It determines how roles, power, and responsibilities are assigned and 

how information flows between different levels of management (Aggarwal, 2023). Most organizations 

comprise individuals who collaborate and coordinate to accomplish their goals. Then, to accomplish 

organizational objectives, actions are systematized, and an organizational structure is created as a result. 

Thus, organizational structure is an organization’s most fundamental idea and essential component (Lee, 

2020). 
 

Moreover, goals, strategy, environment, technology, and organization size can all impact organizational 

structure. These are the main content-based variables representing the whole organization and its place 

concerning its surroundings. For any organization to function properly, it just needs a few configurations 

that are appropriate for the company’s needs. 
 

As the University of Minnesota (2017) describes, organizational structure is how team and individual 

operations are coordinated. Individual work must be controlled and coordinated to accomplish 

organizational goals and objectives. The structure is important for creating coordination since it defines 

reporting relationships (who reports to whom), formal communication channels, and how individual actions 

are connected. In other words, the formal structure establishes the relationships and relative rank of a 

position inside an organization and its design. It can impact employee performance in various ways such as 

affecting clear communication, providing resources and support, and defining roles and responsibilities. 
 

Furthermore, Janicijevic (2013) stated that the division of labor, the allocation of power, the grouping of 

units, and the coordination of activities all constitute formal boundaries within the organizational structure, 

another extrinsic element that impacts employee behavior from the outside. Therefore, employee behavior in 

organizations results from the impact of its organizational structure. 
 

In addition to defining how work is distributed and organized inside an organization, organizational 

structure also refers to the design of systems, processes, and policies. It describes the organization’s internal 

characteristics. These internal traits are emphasized by their importance in determining an organization’s 

success or failure. One of these is organizational commitment (Samphina Academy, 2022). According to 

Nwonu et al. (2017), organizational structure enhances firms’ effectiveness and potential innovation. It 

facilitates the optimal utilization of resources, leading to improved individual performance within the 

organization. Therefore, it is essential for organizations to regularly assess their current structure to ensure it 

aligns with their established goals. Adjustments should be made to support the organization’s objectives 

better if needed. 
 

In conclusion, organizational structure is crucial to any business or cooperative industry (Bartnick, 2023). It 

regulates employee behavior and ensures that activities are carried out efficiently and effectively to achieve 

organizational goals. The type of organizational structure adopted can significantly impact employee 

performance and satisfaction. Therefore, it is essential to carefully consider and design an appropriate 

organizational structure that meets the organization’s or cooperative industry’s needs and objectives. 
 

Employee Performance 
 

Employee performance is a crucial factor that influences the successful execution of tasks at any point in 

time. The researchers clarified that performance refers to an employee effectively carrying out a task 

following the leader’s expectations. In this context, Nguyen et al. (2020) stated that effort can be understood  
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as the enthusiastic force an employee puts forth to attain measurable and optimal outcomes. 

 

Likewise, according to Nzyoka and Orwa (2016), employee performance is defined by an employee’sability 

to meet an organization’s anticipated results, objectives, and standards. Meeting these criteria is vitalfor the 

overall success of the organization. 
 

Furthermore, Zhenjing et al. (2022) add another dimension to the understanding of employee performance, 

highlighting that exceptional organizations thrive on employees who fulfill their regular duties and those 

who willingly go above and beyond. Such employees actively contribute to performance that exceeds the 

goals and expectations set by the organization, elevating the overall effectiveness and success of the 

company. 
 

Employee performance is important for several reasons. For employers, high levels of employee 

performance can lead to increased productivity, improved customer satisfaction, and higher profits. As for 

employees, good performance can lead to job satisfaction, career advancement, and financial rewards. 

However, it isn’t easy to establish employee job satisfaction since it requires consistency in work 

motivation, leadership, and the business’s organizational culture that can be adapted to and accepted by all 

employees. Individual performance affects organizational performance, or put another way, and its creation 

will influence organizational performance (Akob et al., 2020; Haerani et al., 2020; Nguyen et al., 2019).   As 

a result, corporate members control how the organization performs because individual and collective 

conduct impacts motivation. 
 

A study by Bozorov et al. (2017) the mediating role of innovative behavior on the relationship between 

organizational structure and organizational innovation performance. Findings indicate that innovative 

employees’ behavior does not mediate the relationship between integration and organizational innovation 

performance. The empirical findings revealed that organizational structure is associated with less innovative 

employee behavior. 
 

Evaluating employee performance typically involves setting goals and expectations, providing feedback and 

coaching, and conducting performance reviews or evaluations. This can help employees identify 

improvement areas and develop new skills and knowledge. 
 

There are also various factors in the workplace where employee performance is influenced. These factors 

include the manager’s disposition, organizational culture, personal problems, job demands, and financial 

incentives (Iqbal et al., 2013). All these factors, except personal problems, affect how well employees 

perform. 
 

Every organization has performance management that maintains, develops, and motivates the people at 

work to give better results. In the present competitive situation, the organization that gives better results can 

survive, stabilize, grow, and excel in performance (Desta, 2019) 
 

Relationship between Organizational Structure and Employee Performance 
 

The relationship between organizational structure and job performance is complex and multifaceted. 

Specialization, departmentalization, effective communication, and a decision-making hierarchy are the main 

components of organizational structure, each relating to one or more dimensions of job performance. 

According to an article on Edubirdie, Kevin R. Murphy’s “Dimensions of Job Performance” includes 

effectiveness in a position, task performance, down-time behaviors, social relationships, job proficiency, and 

job-related skills or knowledge. Organizations can improve their structures to enhance employee 

productivity and effectiveness by understanding the relationship between these components and job 

performance dimensions. As stated in an article on Edubirdie, strategies such as cross-training, open  
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communication, employee empowerment, and a flatter decision- making hierarchy can improve job 

performance and, ultimately, organizational success. 
 

Based on Shabbir’s (2017) study, businesses that do not create appropriate structures to accommodate 

organizational staff will encounter employee performance issues. The study concludes that organizational 

structure has a considerable positive effect as a result of this with the individual’s work output. 
 

The study of Nnadi, Sunday, Udeze & Ugwu (2019) has emphasized that organizational structure has 

always served as an internal organizational procedure that establishes communication and responds to an 

organization’s trend in terms of speed and accuracy in solving problems and diminishing the existence of it. 

Consequently, if employees must give their all to the task they were contracted to complete, the setup must 

be consistent throughout the company, considering the nature and difficulty of their work. 
 

Furthermore, the relationship between organizational structure and employee performance can vary 

depending on various factors, including industry, cultural norms, and management practices. However, 

some general patterns can be observed globally. Thus, the study’s outcome determined the relationship 

between organizational structure and employee performance. 
 

According to a study by Nnadi et al. (2019), how a company is set up can greatly impact how satisfied, 

motivated, and productive employees are. The study suggests that a well-designed organizational structure 

can positively affect employee performance. At the same time, a poorly designed one can negatively impact 

it. The study found that the organizational structure can greatly influence employee motivation and job 

satisfaction, affecting performance. An organic structure that promotes communication, teamwork, and 

collaboration can motivate and satisfy employees, resulting in better performance. In contrast, a mechanical 

structure that is rigid, hierarchical, and bureaucratic can lead to dissatisfaction and lack of motivation, which 

results in lower performance. Therefore, organizations need to consider how their structure affects their  

employees and create a structure that promotes communication, teamwork, and collaboration to keep their 

employees motivated and performing well. 
 

Ultimately, this study is significant for several reasons. First, it provides valuable insights into the 

relationship between organizational structure and employee performance in Nueva Vizcaya’s cooperative 

sector. Second, it contributes to understanding the factors that drive success in the cooperative industry and 

informs the development of strategies to improve the performance of cooperatives in Nueva Vizcaya. 

Finally, the findings of this study have practical implications for the development of the cooperative sector 

and for benefiting the employees, members, and communities served by cooperatives in Nueva Vizcaya. 
 

Understanding this relationship is important as it can help organizations optimize their structure to improve 

employee performance, increasing efficiency, productivity, and overall success. The study of the 

cooperative industry in Nueva Vizcaya provides a unique perspective, as cooperatives have a different  

organizational structure than traditional businesses. By conducting this research, the findings can contribute 

to the existing literature on the topic and provide insights for cooperative organizations to enhance their 

performance. 
 

Statement of the Problem 
 

The cooperative industry in Nueva Vizcaya faces numerous challenges, including improving employee 

performance. Organizational structure is a critical factor that can impact employee performance. Yet, its role 

in the cooperative sector has not been adequately explored.  

The researchers aimed to determine the relationship between organizational structure and employee 

performance of a multipurpose cooperative in the province of Nueva Vizcaya for the first semester of the 

2023-2024 academic year. 
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Specifically, this study sought to answer the following questions: 

 

A. What is the perception of the respondents on the Organizational Structure of a Multipurpose Cooperative 

in Nueva Vizcaya in terms of: 

1. Hierarchical Structure; 

2. Formalization; 

3. Internal and External boundaries; and 

4. Technology? 

B. What is the respondents’ perception of Employee Performance of a Multipurpose Cooperative in Nueva 

Vizcaya? 
 

C. Is there a significant relationship between Organizational Structure and Employee Performance of a 

Multipurpose Cooperative in Nueva Vizcaya in terms of: 

1. Hierarchical Structure; 

2. Formalization; 

3. Internal and External boundary; and 

4. Technology? 

 

Statement of Null Hypothesis 
 

There is no significant relationship between Organizational Structure and Employee Performance of a 

Multipurpose Cooperative in Nueva Vizcaya. 

 

METHODOLOGY 
 
Research Design 

 

This study utilized a quantitative research method that involves the collection and analysis of numerical data 

through the use of statistical techniques. The descriptive design deals with the profile of the respondents and 

the perception of the respondents on the organizational structure and employee performance. Furthermore, 

the correlational design determines the relationship between the two variables, organizational structure and 

employee performance. 
 

The study utilized a descriptive-correlational design to analyze the relationship between organizational 

structure and employee performance through a questionnaire. 
 

Research Locale 
 

The research locale for this study was a Multipurpose Cooperative located in the province of Nueva Vizcaya 

in the Philippines. The cooperative offers financial services such as savings and deposit accounts and quick 

loans to its members. 
 

The study focused on analyzing the current organizational structure of the cooperative and how it affected 

employee performance. It is also limited to a single cooperative. It has 15 branches in the province of Nueva 

Vizcaya, which do not represent the entire cooperative sector. 

 

All the respondents came from each of the 15 branches of this Multipurpose Cooperative in Nueva Vizcaya. 

This cooperative served as an ideal research locale for this study as it presented a unique opportunity to
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examine the connection between organizational structure and employee performance in a rural cooperative 

environment that provides financial services to its members. 
 

The rural setting was of particular interest because the organizational structures of rural cooperatives tended 

to differ from those in urban settings. This was due to rural communities’ unique challenges and 

opportunities, such as limited access to resources and markets, dispersed populations, and different cultural 

values and practices. As such, studying the organizational structure of a rural cooperative will provide 

insights into how such structures affect employee performance in this particular context. 
 

Furthermore, the organizational structure’s distribution of roles and responsibilities among employees is a 

critical aspect. The cooperative’s organizational structure was expected to significantly impact employee 

performance because the allocation of roles and responsibilities affects employee motivation, job 

satisfaction, and the ability to perform their duties effectively. Therefore, examining the relationship 

between the distribution of roles and responsibilities and employee performance in this cooperative setting 

will likely reveal valuable insights into improving employee performance in similar organizations. 
 

Research Respondents 
 

The study participants were regular employees of a Multipurpose Cooperative in Nueva Vizcaya who have 

worked for more than a year. They were chosen as the sample population for the study because of their  

familiarity with the cooperative’s organizational structure and operations. The regular employees were 

expected to understand the roles and responsibilities within the cooperative and how they relate to employee 

performance. 
 

Table 1 The Population and Size Distribution of Respondents Per Branch 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

From the population of 15 branches in the Province of Nueva Vizcaya, a targeted number of 60 respondents was 

intended. However, due to the busy schedules of the respondents, only 40 were able to participate in the 

Branch Population of Participants Sample Size 

1 6 3 

2 6 3 

3 5 3 

4 5 2 

5 4 2 

6 6 3 

7 4 2 

8 5 3 

9 4 2 

10 5 3 

11 4 2 

12 5 3 

13 6 3 

14 5 3 

15 5 3 

Total number of Employees 

 

in Multipurpose Cooperative 

 

75 

 

40 
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study. These 40 respondents were randomly selected to take part in the study. The sample size of 40 

respondents was considered appropriate for the study, as it allowed for a sufficient population representation 

while ensuring that the data collected were manageable and feasible to analyze. Additionally, the sample 

size was determined following the estimated number of employees per branch given by the Executive 

Secretary. She mentioned 4-6 employees per branch here in Nueva Vizcaya. The researchers then 

considered their availability and time to answer the survey questionnaire. This led the researchers to have 2- 

3 questionnaires with the informed consent form attached on the front page that the main office distributed 

to each of the 15 branches, which resulted in a sample size of 40. 
 

The demographic profile of the respondents illustrates the following: 
 

In terms of sex, there were 27 (67.5%) female respondents and 13 (32.5%) male respondents. The data 

suggests a dominance of women in the Multipurpose Cooperative workforce. Regarding age, more than one- 

third were 30 years old, followed by 27 years old, constituting 6 respondents or 15%. Additionally, there 

were 4 respondents each, or 10%, at the ages of 28 and 29. The mean age was 29.97. This profile variable 

indicates that Multipurpose Cooperative has relatively young employees considered to be in their prime 

time. Regarding the distribution of respondents in terms of position, more were sampled in 

lower/operational management, with a frequency of 27 or 67.5% of the respondents. This was followed by 

middle management, with 11 (27.5%) respondents, and lastly, top management, with a frequency of 2 (5%) 

respondents. Concerning the department, most of the respondents came from the Accounting Department, 

with 29 (72.5%) respondents, followed by the Administrative (Managerial) Department, with 6 (15%) 

respondents, and the Loans Department, with 5 (12.5%) respondents. This implies that, in the findings, most 

information was gathered from the Accounting Department of that Multipurpose Cooperative. Lastly, the 

profile of the respondents in terms of the number of years of service reflects that among the respondents, 

there were more who had been employed for more than 6 months, with 26 (65%) respondents, while 14 

(35%) respondents were employed for less than 6 months. 
 

Research Instruments 
 

For this study, the researchers adopted a survey questionnaire from a previous study entitled “Organizational 

Structure and Employee’s Performance: A Study of Brewing Firms in Nigeria” conducted by Malik 

Shahzad Shabbir (2017) for the Organizational Structure and Employees’ Performance part. Additionally, 

both Caminos, Kirah (2004) in “A Study of the Effect of Organizational Structure on Employee 

Satisfaction in Youth-Serving Organizations in the San Francisco Bay Area,” and Eze, Sunday C., et al. 

(2017) in “The Effects of Organizational Structure on the Performance of Organizations” were also adapted 

for the Employee’s Performance part of the survey questionnaire. This research instrument was used to 

collect data from the participants. The questionnaire is divided into three parts: 
 

1. Demographic Profile. This section contained questions on the respondents’ demographic 

information, including their age, sex, position, department, and number of years employed. 

2. Organizational Structure and Employees’ Performance. This section contained a total of 24 

questions that were divided into four subcategories: hierarchical structure, formalization, internal and 

external boundaries, and technology. These questions aimed to examine the relationship between 

organizational structure and employee performance. All the indicators in these four subcategories are 

parallel, except for items 1 and 7 of the hierarchical structure. These were then reversely coded to be 

consistent with the other indicators. 

3. Employee’s Performance. This section comprises 15 questions designed to measure employee 

performance and organizational satisfaction. These questions aim to identify the factors contributing 

to employee performance and satisfaction in the cooperative. 
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The questionnaire was set to pre-engagement with the respondent, as requested by the management, to 

ensure that it was clear, understandable, and able to capture the required data. The study results were 

obtained from the data gathered through the survey questionnaires. Furthermore, the study analyzed the 

relationship between organizational structure and employee performance. It did not cover other factors that 

may affect the employee performance. Lastly, the study relied on the data obtained from the cooperative 

itself and self-reported surveys, which may be subject to bias. 
 

Data Gathering Procedure 
 

The first step of the data-gathering procedure involved requesting permission from the company 

management to conduct the study. The researchers then adapted the questionnaire with items related to 

organizational structure and employee performance. Then, it was verified by the research adviser. The 

questionnaire was set to pre-engagement with the respondent, as requested by the management, to check the 

questionnaire’s unity with the company’s policies concerning confidentiality. 
 

After the pre-engagement with the respondents, as per the management’s request, the researchers distributed 

the informed consent form attached to the questionnaire to a sample of regular employees in the company. 

The participants were given a detailed explanation of the study’s purpose, and they were assured of the 

confidentiality of their responses. 
 

The participants were given enough time to complete the questionnaire and were encouraged to answer 

truthfully. Once the participants completed the questionnaire, the researchers collected and analyzed the data 

using appropriate statistical techniques. 
 

Treatment of Data 

The collected data were analyzed using several statistical techniques. The data were encoded, and the 

responses were tabulated using Microsoft Excel. The Statistical Package for Social Sciences (SPSS) version 

25 was used in the data analysis. 
 

For the profile variables, frequency and percentages were presented. The perception of the organizational 

structure and employee performance were shown through mean ratings and standard deviations. 

Quantitative Description of Responses was utilized in the description and interpretation of data. 
 

Table 2. Quantitative Description of Responses 
 

 
 

 

 

 
 

 

 
 

 

 
 

 

 

 

Lastly, for the relationship between organizational structure and employee performance, the normality test 

was first sought and found to be abnormal; thus, the non-parametric Spearman rho test was used. 
 

Likert 
 

Scale 

Mean 
 

Range 

Qualitative 
 

Description 

 
Interpretation 

4 3.50-4.00 Strongly Agree Positive perception of organizational 

structure and employee performance. 
3 2.50-3.49 Agree 

2 1.50-2.49 Disagree Negative perception of organizational 

structure and employee performance. 
1 1.00-1.49 Strongly Disagree 

http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue III March 2024 

Page 2945 

www.rsisinternational.org 

 

 

 

RESULTS AND DISCUSSIONS 
 

Section 1. Perception of the Respondents on the Organizational Structure of a Multipurpose 

Cooperative 
 

This study presented four aspects of organizational structure: hierarchical structure, formalization, internal 

and external boundaries, and technology. 
 

According to Bragg (2022), a hierarchical structure has numerous layers of management, each with 

specialized duties or decision-making levels. Formalization is one of the pillars of a bureaucratic system, as 

underlined by Skorková’s (2020) research. This idea refers to an organization having many formally 

established rules, procedures, and written standards. According to Shabbir (2017), the notion of 

organizational boundary (internal and external boundary) refers to the separation of one firm from another 

related company and the separation of a corporation from external stakeholders and internal ties. 

Additionally, Beer, P., and R. Mulder (2020) defined technology as a digital, electrical, or mechanical 

instrument that influences how activities are accomplished at work. Technology tremendously influences the 

organizational structure and employee performance in cooperatives and enterprises. 
 

A. On Hierarchical Structure 
 

Table 3. Perception of the Respondents on the Organizational Structure of a Multipurpose Cooperative in 

Nueva Vizcaya in terms of Hierarchical Structure 

 

Hierarchical Structure Indicators Mean SD 
Qualitative 
Description 

1. The organization has few branches/departments (structure) in 
the hierarchy. 

3.35 .48 Agree 

2. Due to a few branches/departments (structure) in the organization, 
decisions do not take longer. 

3.12 .91 Agree 

3. The few layers of the organizational structure in my organization 
enable a high level of integration, allowing certain decisions to be 
made at the operational level rather than entirely at higher levels 
due to decentralization. 

 
 

3.05 

 
 

.74 

 
 

Agree 

4. Certain decisions are not always taken at a higher level but at an 
operational level due to decentralization due to having few 
structures. 

 
2.82 

 
.74 

 
Agree 

5. Engaging lower employees in decision-making facilitates 
employee empowerment and a sense of belongingness. 

 
3.05 

 
.59 

 
Agree 

6. Reducing layers of the organizational structure and empowering 
low-level employees facilitate employees’ devotion to the vision 
and objective of our organization. 

 

2.92 

 

.65 

 

Agree 
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7. Fewer structures enhance better communication within the 
organization. 

2.67 .48 Agree 

Mean 2.99 .33 Agree 

 

Legend: 1:00 – 1:49: Strongly Disagree; 1:50 – 2:49: Disagree; 2:50 – 3.49: Agree 3.50 – 4.00: Strongly 

Agree 

 

The items above were presented to the respondents, making the first and seventh indicators in the negative 

statement part of the researchers’ strategy to check the consistency of the respondents. These were then 

reversely coded as part of the procedure in the study’s methodology. 

 

From the findings, the respondents agreed with an overall mean rating of 2.99 (SD=.33). It can be perceived 

that the respondents have a positive perception of the organization. Moreover, the top two highest mean 

ratings were items 1 and 2. Perhaps indicator 1, which states that “the organization has few 

branches/departments (structure) in the hierarchy,” has a mean rating of 3.35 (SD=.48), and indicator 2 has a 

mean rating of 3.12 (SD=.91) “as a result of a few branches/departments (structure) in the organization, 

decisions do not take longer time” are the statements that had the highest ratings because the respondents are 

aware that in an organization, there should be more departments in a hierarchy. The reason is for the 

employees to stay focused on their field of work and not jump from one task of a different department to 

another. That will not only drain the employees but also create more confusion and problems with handling 

the quality of work. 

 

This supports the idea that a clear and simple organizational structure can reduce confusion and improve the 

overall quality of work. For instance, Robbins and Judge (2018) argue that a well-designed organizational 

structure helps clarify roles and responsibilities, reduce conflicts, and improve overall work quality. 

Moreover, Colquitt et al. (2019) state that in the initial stages of research, there was an assumption that 

employees become more productive when engaged in a limited span of control. However, the implication is 

that the organization would need to hire additional managers to oversee smaller groups, leading to increased 

labor costs. Whatever the case, individual disparities in inefficient multitasking exist due to the variety and 

complexity of activities people conduct, the nature of tasks, and even interpersonal relationships (Courage & 

Pollard, 2017). 

 

On the other hand, specialization and competence growth in particular functional areas are made possible by 

multiple departments. Departments can concentrate on their primary tasks and goals, resulting in increased 

expertise and understanding within those fields. Within each area, this specialty raises output and improves 

the quality of work (Neck et al. 2017). 

 

Concerning the respondents who agreed that having fewer departments or branches can result in faster 

decision-making, as supported by the study of Almohtasib et al. (2020), decentralized organizations with 

fewer layers of hierarchy are often associated with faster decision-making processes. This is because 

decision authority is pushed down to lower levels, enabling quicker responses to challenges or opportunities. 

 

Communication in the workplace is essential to building and sustaining effective working relationships in 

organizations. Effective communication in the work environment is crucial since every administrative task 

and activity involves direct or indirect communication to pass information and understanding from one 

person to another (Zambas, 2021). Compared to organizations with complex structures, those with fewer
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branches or departments may have shorter decision- making processes. Communication avenues are 

typically easier and more direct in organizations with fewer branches or departments. Decision-making can 

be facilitated when there are fewer communication levels to go through. Along with that, faster coordination 

and implementation are made possible by the decision-making process’s reduced complexity (Gaille, 2017). 

 

The respondents also agreed with indicator 3, which states that “the few layers of the organizational 

structure in my organization enable a high level of integration, allowing certain decisions to be made at the 

operational level rather than entirely at higher levels due to decentralization” with a mean of 3.05 (SD =.74). 

This agrees with Shabbir, (2017) which posits fewer layers, facilitates rapid reaction, decentralized decision- 

making, and a high degree of organizational member integration. 

 

Decentralization of decision-making is one excellent strategy that works well with modern businesses’ 

operations. 

 

They also agreed that “Certain decisions are not always made at a higher level but at the operational level,  

due to decentralization resulting from a few structures,” with a mean of 2.82 (SD = 0.74). According to 

Widodo (2019), authority management in an organization is categorized as either centralization or 

decentralization. Centralization involves the general manager, while decentralization entails delegating 

authority from top management to subordinates. In decentralized authority management, there is an 

expectation for swift decision-making to prevent disruptions in the company’s operations. Additionally, 

decentralization allows decisions to be made by a single party to eliminate confusion. Rural Banks have 

largely adopted decentralized management processes, encompassing the protection of new products and 

services, determination of large-scale investments, budget allocation, setting selling prices, executing 

organizational strategy, and developing concepts and ideas. In decentralized organizations, decision security 

involves all employees, empowering managers at different levels to make important decisions based on their 

specific responsibilities. Consequently, decentralization emphasizes policies related to employment 

termination, determination of small-scale investment, objective development in decision security, strategies, 

diverse ideas, concept development, and addressing communication gaps between superiors and 

subordinates. 

 

Employee engagement in decision-making was perceived positively, as indicated in indicator 5, “Engaging 

lower employees in the decision making facilitates employee empowerment and sense of belongingness,” 

with a mean score of 3.05 (SD= 0.59), suggesting that involving lower-level employees fosters 

empowerment and a sense of belongingness. This aligns with the findings of Almohtasib et al. (2020), 

highlighting that organizations employing a decentralized structure and focusing on teams tend to attain 

substantial success. This success is attributed to nurturing a sense of accountability and responsibility 

among all members throughout the enterprise rather than confining these aspects to a select few in senior 

management roles. The decentralized arrangement not only empowers employees but also provides them 

with increased opportunities for decision-making, resulting in enhanced involvement and engagement 

within the company (Almohtasib et al., 2020). 

 

Meanwhile, indicator 6 shows that the respondents positively perceive “Reducing layers of the 

organizational structure and empowering low-level employees facilitate employees’ devotion to the vision 

and objectives of our organization,” with a mean score of 2.92 (SD = 0.65). This is supported by a study by 

Reimer et al. (2017), which suggests that bringing together team members promotes self-identification, 

establishes a shared purpose, and ultimately boosts team initiative. Additionally, acknowledging the 

importance of teamwork, especially in interdependent teams, is crucial for overall effectiveness (Turner et 

al., 2019).  

However, item 7, “Fewer structures enhance better communication within the organization,” received the

http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue III March 2024 

Page 2948 

www.rsisinternational.org 

 

 

 
 

 

 
 

 

lowest mean of 2.67 (SD = 0.48), possibly because it can facilitate communication for various reasons,  

including minimizing bureaucratic levels and encouraging direct engagement between employees and 

management. Robbins et al. (2017) addressed in “Fundamentals of Management” how reduced 

organizational structures might enhance communication within a company. They emphasized that fewer 

levels of hierarchy allow for more direct and efficient communication routes, enabling information to flow 

more seamlessly across the business. 
 

B. On Formalization 
 

Table 4. Perception of the Respondents on the Organizational Structure of a Multipurpose Cooperative in 

Nueva Vizcaya in terms of Formalization 
 

 
 

Formalization Indicators 

 
Mean 

 

SD 
 
Qualitative Description 

1. The company does not apply too many rules and regulations 

to its employees. 
2.81 .46 Agree 

2. Reducing rules and regulations encourages creativity. 2.50 .59 Agree 

3. Reducing rules and regulations encourage initiatives from all 

levels of employees. 
2.45 .67 Disagree 

4. Less formalization facilitates communication within our 

organization. 
2.32 .60 Disagree 

5. Less formalization encourages creativity and learning in my 

company. 
2.42 .63 Disagree 

Mean 2.50 .75 Agree 

 

Legend: 1:00 – 1:49: Strongly Disagree; 1:50 – 2:49: Disagree; 2:50 – 3.49: Agree 3.50 – 4.00: Strongly 

Agree 
 

The perception of the respondents on the Organizational Structure of a Multipurpose Cooperative in Nueva 

Vizcaya in terms of Formalization depicted indicators of the formalization aspects. All the indicators were 

stated in the negative. All the statements asked whether informalization or reducing rules and regulations 

and less formalization would lead to better functions and structures. 
 

As presented, the respondents generally agreed with an overall mean rating of 2.50 (SD=.75). Just like the 

hierarchical structure, this could mean that the respondents positively perceive the organizational structure 

of a Multipurpose Cooperative in terms of its formalization. However, they disagreed with three indicators. 

These are: 1) reducing rules and regulations encourages initiatives from all levels of employees with a mean 

score of 2.45 (SD= .67); 2) less formalization facilitates communication within our organization with a 

mean score of 2.32 (SD=.60), and 3) less formalization encourages creativity and learning in my company 

with a mean score of 2.42 (SD= .63). This could imply that in these three indicators, the respondents have a 

negative perception on the organizational structure of a Multipurpose Cooperative in terms of its 

formalization. 

 

Based on the study of Neck et al. (2017) and Colquitt et al. (2019), formalization relates to establishing 

standard organizational rules and procedures to regulate behaviors and decisions. As a fundamental element 

in organizational control and coordination, implementing strict rules and procedures enhances clarity 

regarding the organization’s objectives and operational methods. This, consequently, sets expectations for
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employees to produce products and services of a standardized quality consistently. That is why the 

employees of the Multipurpose Cooperative in Nueva Vizcaya disagreed with the idea that reducing rules 

and regulations encourages initiatives from all levels of employees. 
 

The second indicator, which the respondents also disagreed with, is that less formalization facilitates 

communication within our organization. Communication barriers harm the organizational structure, create 

issues with implementing activities, and create a conflictual and pressured environment. This condition 

leads to the failure of organizations, resulting in a decline in organizational performance and productivity as 

stated by Korkmaz and Zorlu (2021). 
 

Respondents disagree with the third indicator, which says that less formalization encourages creativity and 

learning in my company. In support of this claim, the study published by Manyike (2019) concluded that 

organizations with established rules and procedures can manage and direct employees’ behavior and 

encourage team innovation. Conversely, less formalized organizations could lead to a lack of clarity 

regarding the best methods to tackle the assignment, which might worsen conflict within the team. 
 

On the other hand, the respondents agreed that “the company does not apply too many rules and regulations 

to its employees” as well as “reducing rules and regulations encourages creativity” with a mean rating of 

2.81 (SD= .46) and 2.50 (SD=.59) respectively. This finding is consistent with that reported in the study of 

Skorková (2020), who indicated that too many restrictions hinder initiative, creativity, and personal growth. 

The potential cause of this is limiting people’s autonomy and ability to make decisions by having too many 

restrictions, which may discourage initiative. People can become passive, reliant on others for direction, and 

not allowed to experiment and take risks. Furthermore, creativity typically emerges when people think 

outside the box and explore uncommon concepts. However, too many restrictions can cause people to limit  

their thinking to a narrow range, which limits the creation of innovative concepts. 
 

A balance needs to be maintained as less formalization encourages creativity and learning in the company. 

Thus, entities’ creativity will rise as their organizational structures are improved. 
 

C. On Internal and External Boundary 
 

Table 5. Perception of the respondents on the Organizational Structure of a Multipurpose Cooperative in 

Nueva Vizcaya in terms of Internal and External Boundary 

 

Statements Mean SD 
Qualitative 
Description 

 

1. My organization has blurred internal boundaries that allow easy 

relationships with various units and departments. 

 
2.44 

 
.52 

 
Disagre

e 

2. Blurred boundaries enable effective cooperation and coordination 

between different role-players in the organization; coordination and 

cooperation enhance my organization’s performance. 

 

2.37 

 

1.00 

 

Disagre
e 

3. The open boundary in my company enables free communication 

with the clients and other companies. 2.72 .78 Agree 

 

4. Due to open access, the organization receives inputs from 

customers and other stakeholders extensively in customer service 

development. 

 
3.27 

 
.50 

 
Agree 
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5. Feedback from our Customers contributes immensely to our good 

customer service. 
3.45 .59 Agree 

Mean 2.85 .62 Agree 

 

Legend: 1:00 – 1:49: Strongly Disagree; 1:50 – 2:49: Disagree; 2:50 – 3.49: Agree 3.50 – 4.00: Strongly 

Agree 

 

The perception of the respondents on the Organizational Structure of a Multipurpose Cooperative in Nueva 

Vizcaya in terms of Internal and External Boundary shows that, in general, the respondents agreed with their 

organizational structure in terms of internal and external boundaries with a mean rating of 3.35 (SD=.62). 

This indicates their positive perception on the organizational structure in terms of internal and external 

boundary. 

 

But there were indicators that they particularly disagreed with. These were the aspects where: 1) their 

organization has blurred internal boundaries that allow easy relationships with various units and departments 

of the organization that have a mean rating of 2.44 (SD= .52); and 2) enable effective cooperation and 

coordination between different role-players in the organization, coordination, and cooperation enhance the 

performance of my organization with a mean rating of 2.37 (SD= 1.00). 

 

Organizations often have multiple functional units and departments collaborating to achieve common goals. 

However, when internal boundaries become blurred, it might hinder effective collaboration and relationship- 

building among these units and departments. However, Shabbir (2017) concluded that organizations must 

encourage blurred internal boundaries since it will foster cooperation and coordination between every 

department, unit, and worker. 

 

Most of the employees also disagreed with the second indicator, implying that blurred boundaries do not 

promote effective cooperation and coordination. An example is role overload, where employees struggle to 

juggle tasks such as work, family, and personal, which may result from blurred boundaries. Without defined 

limits, juggling various obligations can cause disagreements and make it harder to prioritize activities, 

which could reduce productivity. This supports the study of Tang & Vandenberghe (2021), which states that 

methods and circumstances through and under how responsibility overload relates to work performance 

remain poorly understood, giving it a particular standing in the role-stress literature. 

 

On the other hand, the respondents agreed with the following indicators: “The open boundary in my 

company enables free communication with the clients and other companies,” “The organization receives 

inputs from customers and other stakeholders extensively in customer service development as a result of 

open access,” and “feedback from our Customers contributes immensely to our good customer services” 

with a mean rating of 2.72(SD=.78 ), 3.27(SD= .50), and 3.45(SD= .59) respectively. 

 

A loose external boundary must be promoted for the business to adapt to the changing environment and 

offer value to clients. This involves the business influencing the external boundary with suppliers, 

customers, and other businesses, as Shabbir (2017) stated. In addition, Shah & Rai (2022) explained that 

knowing what clients think of a firm, how satisfied they are with its offers, or how devoted they are is vital 

information for any organization. Moreover, a company’s profitability is positively impacted by its capacity 

to satisfy its customers; satisfied consumers are the cornerstone of any flourishing enterprise as they 

encourage recurring business, brand loyalty, and positive word-of-mouth. 

http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue III March 2024 

Page 2951 

www.rsisinternational.org 

 

 

 
 

 

 

D. On Technology 
 

Table 6. Perception of the respondents on the Organizational Structure of a Multipurpose Cooperative in 

Nueva Vizcaya in terms of Technology 
 

Statements Mean SD 
Qualitative 

Description 

1. Our structure 

technology. 

matches with my company’s 
3.13 .39 Agree 

2. The responsiveness of our management to respond to changes in 

technology is a determining factor in the effectiveness of an 

organization. 

 
 

3.72 

 
 

.45 

 
Strongly Agree 

3. The appropriateness of our Technology contributes largely to our 

management effectiveness. 
3.65 .48 Strongly Agree 

 

4. Matching our technology with our structure contributes to our 

company’s success, performance, and survival. 

 
 

3.67 

 
 

.52 

 
Strongly Agree 

5. Each type of technology has a specific organizational structure that 

will match it. 
3.65 .48 Strongly Agree 

6. Our organizations always scan the technological environment to 

determine what technology will mean to existing structures and 

products. 

 
 

3.55 

 
 

.50 

 
Strongly Agree 

 

7. The nature of our technology and the structure adopted by our 

company contribute to employee performance. 

 
 

3.25 

 
 

.66 

 
 

Agree 

Mean 3.51 .49 Strongly Agree 

 

Legend: 1:00 – 1:49: Strongly Disagree; 1:50 – 2:49: Disagree; 2:50 – 3.49: Agree; 3.50 – 4.00: Strongly 

Agree 
 

The perception of the respondents on the Organizational Structure of a Multipurpose Cooperative in Nueva 

Vizcaya in terms of Technology presents a positive perception, garnering the highest ratings among the four 

subparts of organizational structure with an overall mean rating of 3.51 (SD=.49). This could mean that  

organizational structure positively influences technology. 
 

The highest ratings were on the aspects that: 1) responsiveness of our management to respond to changes in 

technology is a determining factor to the effectiveness of an organization with a mean of 3.72 (SD=.45), and 

2) matching of our technology with our structure contributes to the success, performance, and survival of 

our company that has a mean rating of 3.67 (SD=.52). This could imply that for the first indicator, in the 

rapidly evolving landscape of technology, adaptability and responsiveness to change are crucial, particularly 

for organizations in fast-changing industries. Teece (2018) emphasizes that a management team’s ability to 

adapt to technological shifts quickly signifies an agile organization ready to capitalize on opportunities and 

address challenges. This highlights that in the digital era, maintaining a competitive edge is fleeting, and 

slow reactions can result in falling behind. Therefore, the strong agreement of respondents on this point 

reinforces the notion that adaptability in the face of technological change is vital for organizational 
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effectiveness. 

 

Respondents believe that aligning technology and organizational structure is crucial for a company’s 

success. This is supported by literature, including Daft (2018), which reinforces that optimal performance is 

achieved when technology and organizational structure are aligned. Such alignment boosts efficiency, 

communication, and overall results. 
 

Meanwhile, in terms of technology, they had agreed on the aspects that: 1) their structure matches with the 

technology of their company, 2) the nature of their technology and the structure adopted by their company 

contribute to a positive perception of the respondents on the Organizational Structure of a Multipurpose 

Cooperative in Nueva Vizcaya in terms of Technology, with a mean rating of 3.13 (SD=.39) and 3.25 (SD= 

.66) respectively. 
 

This could indicate that the statement’s lower rating suggests that respondents need better alignment 

between their organization’s structure and its technology. This perception might indicate a gap between the 

present structure and the organization’s technological requirements. Such misalignments may arise from old 

systems or swift tech advancements outpacing organizational changes, restricting the full utilization of 

technological assets. According to Koi-Akrofi (2020), while IT investments can elevate performance, the 

benefits often depend on complementary adjustments in organizational structure. Achieving this alignment 

is an ongoing process. Even as many organizations recognize its importance, real-world challenges persist. 

For instance, while many accounting firms have adopted AI technologies, not all have adapted their 

structures to benefit from them (Chandi, 2017) fully. 
 

The second statement may indicate that the respondents may not strongly believe that the current technology 

and organizational structure significantly contribute to employee performance. This suggests that there may 

be areas where technology is not optimally integrated with work processes, or the organizational structure 

may not be fully conducive to enhancing employee performance. While technology and structure do play a 

role in employee performance, they might not be the most prominent factors. Other factors like company 

culture, individual motivation, and leadership style could overshadow the direct impact of technology and 

structure. 
 

Robbins and Judge (2018) have highlighted that the respondents’ perceptions of their roles and fit in the 

organization directly affect their performance. The slightly lower agreement on the alignment of technology 

and structure influencing performance may be due to perceived mismatches or inefficiencies affecting 

employee morale and productivity. In accounting, a well-aligned technological infrastructure and 

organizational structure can streamline processes, reduce errors, and enhance employee performance, 

especially in financial reporting or auditing roles. However, technology alone cannot guarantee improved 

performance; an appropriate structure and skilled employees must complement it. Atanasoff & Venable 

(2017) have pointed out potential downsides to using technology, such as technostress, which can hamper 

employee productivity if not managed properly. Therefore, the company’s structure must support and 

complement the technological tools. 
 

The other indicators state that 1) Appropriateness of our Technology contributes largely to our management 

effectiveness, 2) Each type of technology has a specific organizational structure that will match it, and 3) 

Our organizations always scan the technological environment to determine what technology will mean to 

existing structure and products. This leads to one conclusion: adaptation to technological advancement 

should go well with the organization. Technological choices and implementations that align with the 

organization’s strategic direction can boost efficiency, simplify operations, and make it possible to meet 

goals. Inadequate or mismatched technology can cause inefficiencies and inhibit operations. 

 

In the study, Gupta (2018) further explained that many small and large businesses that succeeded in the pre- 
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digital age face both opportunities and threats from emerging digital technologies. These businesses risk  

falling behind the competition if they ignore digitalization. They must determine which devices provide the 

most significant potential to reach their target audience, what content is suitable for each platform, and,  

crucially, how to monetize content production across multiple platforms (Adducul & Palina, 2023). 

Companies must quickly adopt new procedures, agile approaches, ways of working, new organizational 

structures, and change management strategies to support their digital vision and prepare their employees for 

this shift. This is supported by the study of Shabbir (2017), who recommended that the company is urged to 

always adapt to technological advancements and incorporate the proper technologies when building its 

structure. This is because technology is both a dominant component in establishing the rules of competition 

and a determining factor in the effectiveness of an organization. 

 

Table 7. Summary of the Perception of the Respondents on the Organizational Structure of a Multipurpose 

Cooperative 

 

 
Variables 

 
Mean 

 
SD 

Quality 
 

Description 

A. Hierarchical Structure 2.99 0.33 Agree 

B. Formalization 2.50 0.75 Agree 

C. Internal and External Boundary 2.85 0.62 Agree 

D. Technology 3.51 0.49 Strongly Agree 

Mean 2.96 0.55 Agree 

 

Legend: 1:00 – 1:49: Strongly Disagree; 1:50 – 2:49: Disagree; 2:50 – 3.49: Agree 3.50 – 4.00: Strongly 

Agree 

 

Table 7 above summarizes the respondents’ perception of the organizational structure of a multipurpose 

cooperative. It implies that all variables have a positive perception. The variables assessed include 

Hierarchical Structure, Formalization, Internal and External Boundaries, and Technology. The respondents 

tended to agree or strongly agree with statements related to the organizational structure. The mean scores for 

each variable provide a quantitative measure of the respondents’ opinions. 

 

Among the components, Technology emerges as the most positively perceived aspect, with the highest 

overall mean of 3.51 (SD = .49), signifying a strong vote of confidence in the cooperative’s technological 

infrastructure. This suggests that respondents believe the organization has successfully integrated 

technology into its operational framework. 
 

Conversely, Formalization, while still receiving a positive perception, garnered the lowest overall mean of 

2.50 (SD = .75). Despite this, the agreement in perception indicates that the respondents generally view the 

formalization aspects of the organizational structure in a favorable light. The slightly lower mean may 

suggest room for improvement in this specific area. 

 

Furthermore, the mean score of 2.85 (SD = .62) suggests that respondents generally agree with the internal 

and external boundaries of the Multipurpose Cooperative. While the majority agrees with the effectiveness 

of boundary management, there might be some diversity in individual viewpoints or experiences regarding 

the depiction of roles and interactions both within and outside the organization. Overall, the “Agree” quality 

description signifies a positive perception of how the cooperative manages its internal and external 

boundaries, contributing to a favorable organizational structure. 
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Drawing from these results, it can be inferred that the Multipurpose Cooperative has implemented an 

effective organizational structure, aligning with positive perceptions across various dimensions. The positive 

relationship between organizational structure and the assessed variables is consistent with findings from the 

study by Shabbir (2017), reinforcing the idea that a well-designed structure contributes to positive 

organizational outcomes. 
 

In conclusion, the positive perceptions expressed by the respondents in this study indicate that the 

Multipurpose Cooperative’s organizational structure is generally favorable. The detailed breakdown of 

variables in Table 7 enhances the understanding of specific areas of strength and potential areas for 

enhancement within the organizational structure. 
 

Section 2. Perception of the Respondents in Employee Performance in a Multipurpose Cooperative in 

Nueva Vizcaya 
 

This section presents the respondents’ perceptions of their workplace, especially how organizational 

hierarchies, decision-making processes, communication, and other factors influence their sense of 

achievement, respect, and overall performance. It aims to provide insights into how employees perceive the 

alignment between organizational structures and individual performance, supported by data-driven 

evaluations. 
 

Table 8. Perception of the Respondents in Terms of Employee Performance in a Multipurpose Cooperative 
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These findings show that the respondents positively perceive Employee Performance in a Multipurpose 

Cooperative in Nueva Vizcaya, with an overall mean rating of 3.60 (SD= .49). 
 

The perception of the respondents in terms of Employee Performance in a Multipurpose Cooperative shows 

that the respondents have a positive perception that employee performance is connected to how the 

organization is structured, with an overall mean rating of 3.60 (SD=.49). 
 

In particular, the highest mean ratings were their perceptions of the connectedness of work to the 

community, the superiors providing excellent guidance in the workplace, encouragement to understand the 

“bigger picture” in their organization, and their ideas that are sought and used. 
 

Employees perceived a significant connection between their work and the wider community, implying a 

strong sense of belonging to their work environment. Creating an organizational culture of belonging 

supported by leadership and strengthened interpersonal relationships is the best method to improve 

employees’ experiences (Bordeaux et al., 2021). This, in turn, can increase motivation, job satisfaction, 

productivity, and dedication, improving performance and overall well- being within an organization. 
 

Another salient finding was the invaluable role of superior guidance in fostering employee dedication and 

development. According to Xu et al. (2021), leadership strategies that hinge on support and mentorship have 

been positively correlated with job satisfaction and superior performance. 
 

Additionally, there was a pronounced agreement among employees regarding the importance of 

understanding the broader organizational context of their roles. Such an understanding boosts intrinsic 

motivation and satisfaction at work. Supporting this notion, Ganesh (2023) concluded that organizations 

prioritizing cultivating employee growth and engagement benefit from greater productivity, morale, and 

lower turnover rates, ensuring a clear understanding of company strategies that tend to witness a surge in 

commitment levels. Employees who understand the bigger picture tend to align more with company 

objectives and show greater motivation. Lastly, the feedback mechanism and involvement of employees in 

decision-making emerged as a pivotal aspect of job satisfaction. Organizations that promote open 

communication and integrate feedback encourage innovation and enhance employee satisfaction, as shown 

by Morrison (2015). This is further corroborated by Czerwonka (2023), stating that companies that actively 

integrate and act upon employee suggestions frequently experience increased productivity and overall job 

satisfaction. 
 

With a clear hierarchical structure, employees can better comprehend their reporting lines and the sources of 

decision-making. Such a structure can indeed simplify decisions and reduce uncertainties. Nonetheless, an 

overly stringent hierarchical system might curtail innovation, particularly when frequent managerial 

approvals are required. This can make highly centralized systems lose their flexibility. A study by N Away 

et al. (2021) suggests that organizations with flatter structures are generally more agile, adapting faster to 

market changes. 
 

Moreover, centralized decision-making may offer consistency, but it often acts as a barrier to innovation, 

especially in rapidly evolving environments. Contemporary business thought is increasingly leaning towards 

empowering employees across all levels, viewing it as crucial for fostering agility and innovative thinking. 

A centralized organization provides for faster decision-making at the top because a small group makes 

decisions of people and then conveys them to lower-level managers. The engagement of only a few people 

makes the decision-making process more efficient because they can discuss the nuances of each option in 

one meeting (Wale, 2022). Sharma (2023) further discussed the advantages of decentralized decision- 

making, including increased creativity and innovation when individuals or teams make decisions with varied 

viewpoints and experiences. Increased employee engagement and motivation as employees feel more 
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involved in decision-making. 

 

Lastly, the heart of an organization’s competitive edge lies in its value proposition (Caldwell & Anderson, 

2017). In their pursuit to offer maximum value at the least possible cost, some firms might inadvertently 

overlook the importance of maintaining quality. This perspective can stem from the difficulty of balancing 

quality with cost. Teisberg et al. (2019) value-based healthcare framework highlights the common challenge 

organizations face in providing high-quality services while managing costs effectively. 
 

The findings show that the respondents prefer an unrestricted, rigid, or flexible organizational structure. 

They were more inclined to work in an organization where their ideas, whatever position they have, could 

be voiced and heard. They prefer less to the idea that only the top managers make decisions and that theirs 

must always be checked. They are more persuaded when they see their worth in the organization. 
 

Section 3. Relationship between Organizational Structure and Employee Performance in a 

Multipurpose Cooperative in Nueva Vizcaya 
 

A comprehensive statistical analysis assesses the impact of various organizational dimensions on employee 

output. The analysis considers different aspects of organizational structure, including hierarchical structure, 

formalization, internal and external boundaries, and technology. 
 

Table 9. Relationship between Organizational Structure and Employee Performance in a Multipurpose 

Cooperative in Nueva Vizcaya 
 

 

 

Mean Ratings 

Employee Performance Mean Rating 

 
Correlation Coefficient 

Sig. 
 

(2-tailed) 

 
Decision 

 Hierarchical Structure .721 .058 Do not reject Ho 

 

 

Spearman’s rho 

Formalization .761 .050 Do not reject Ho 

 
Internal and External Boundaries 

 
 

.302 

 
 

.058 

 
Do not reject Ho 

 Technology 1.000 .000 Reject Ho 

 

The level of Significance is set at <0.05. 
 

Statistical analysis using the Spearman rho test reflects that the p-values computed for the hierarchical 

structure, formalization, and internal and external boundaries were greater than .05, which entails not 

rejecting the null hypothesis, indicating no significant relationship. This implies that organizational 

structures in these aspects do not affect employees’ performance. 
 

These findings align with the results of Nosike et al. (2021), which reveal a weak positive correlation 

between the number of hierarchical layers and employees’ performance. The study observed that the nature 

and quantity of hierarchical layers exhibit a low association with employee performance. Consequently, the 

influence of the nature of hierarchical layers on employees’ performance is minimal. This outcome contrasts 

with the study conducted by Shabbir (2017), which states that the nature of hierarchical layers significantly  

http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS |Volume VIII Issue III March 2024 

Page 2957 

www.rsisinternational.org 

 

 

 
positively affects a firm’s performance. 

 

This is further supported by the Indeed Editorial Team (2021), which states that hierarchical structures can 

help employees understand different levels of management and reporting mechanisms, facilitating progress 

updates and issue reporting. However, a flat structure with few management layers can lead to role 

ambiguity, negatively affecting worker performance. 
 

In the research by Nosike et al. (2021), there was an extremely weak negative correlation between 

formalization and employees’ performance, suggesting an insignificant relationship. Another study supports 

this idea, indicating that the nature of formalization does not positively relate to the performance of 

academic staff. This finding aligns with a previous study conducted by Fischer et al. (2017), indicating that 

in situations of low uncertainty, organizational formalization may not be essential for creating structures that 

enhance performance but could potentially impose constraints on discretionary behavior. Despite skepticism 

among employees in the research domain regarding bureaucratic decision-making procedures, this finding 

contradicts Shabbir’s (2017) assertion that the nature of formalization in an organization has a significant 

positive effect on firm performance. 
 

The results differ from Nosike et al. (2021) findings regarding the relationship between internal and external 

boundaries and employees’ performance, revealing a weak positive correlation. Compared to hierarchical 

layers and formalization, external and internal boundaries substantially influence employees’ performance. 
 

Nevertheless, although the study/result states that there is no significant relationship between the 

hierarchical structure, formalization, and internal and external boundary, studies still indicate a positive 

perception and a significant relationship between them. For instance, the study of Shabbir (2017), where the 

survey questionnaires were adopted, implies that companies that do not have a structure suitable for their 

staff will certainly encounter poor employee performance, concluding that organizational structure 

significantly improves employee performance. Moreover, all hypotheses indicate a significant relationship 

between organizational structure variables and employee performance. This supports the idea that 

organizations with fewer levels of hierarchy, blurred internal and external boundaries, had less 

formalization, and used technology that fit their organizational structure would have better employee 

performance. 
 

Additionally, the result of the study shows that organizational structure relative to technology shows a p- 

value that is less than .05, which entails rejecting the null hypothesis and thus denotes a significant 

relationship. This means that organizational structure relative to technology affects employee performance. 
 

When it comes to the relationship between organizational structure and technology, the organizational 

structure directly impacts how technology is incorporated and employed inside a company. A well-designed 

organizational structure may help with technological integration, allowing employees to interact, cooperate, 

and exchange information more efficiently (de Vreede et al., 2016). According to an article from 

eLearning Company, Inc. (2023), collaborative technology may improve processes, facilitate information 

exchange, and increase creativity. Such technologies, specifically designed to foster collaboration 

acrosseams, departments, or entire companies, empower employees to interact, communicate, and 

collaborate. Tools like Slack, Asana, Messenger, Gmail, Zoom, Viber, and other collaboration tools may 

collaborate, interact, and   allocate or assign tasks to employees. 
 

Moreover, according to a study by Kampini (2018), the structure of an organization has a major impact on 

how well employees perform their job responsibilities. Low productivity, limited work delegation, no 

incentives, and centralized decision-making can all result from poorly organized systems. On the other hand, 

a well-organized structure paired with technology can contribute to enhanced staff performance. Kane et al.  

(2019) emphasized that companies that align their organizational structure with rapid technological changes  
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or advancements tend to have more adaptive, innovative employees who perform better. 

 

As we move further into the digital era, the connection between how organizations are structured with 

respect to technology and how well their employees perform becomes increasingly evident. Companies that 

successfully incorporate technology into their framework enhance their competitive edge in the market and 

elevate their internal employee performance measurements. 

 

CONCLUSIONS AND RECOMMENDATIONS 
 

Conclusions 
 

Determining the Organizational Structure and Employees’ Performance: The Case of Multipurpose 

Cooperatives in Nueva Vizcaya has led the researchers to the following conclusions: 
 

1. In terms of organizational structure, the employees of a Multipurpose Cooperative have a positive 

perception of the organizational structure’s four sub-variables (hierarchical structure, formalization, 

internal and external boundary, and technology). The reason for this could be because the management  

is proactive when it comes to the fast-changing industry. They adapted to the technological shift that 

helps the cooperative to have more opportunities and solve their problems which will result in them 

dominating the market. 

2. The employees of a Multipurpose Cooperative hold a positive perception of employee performance. 

The positive perception is reflected in various dimensions of their work environment. It indicates a 

healthy organizational culture that values communication, guidance, and holistic engagement, 

fostering an environment where employees feel valued and motivated. The cooperative’s emphasis on 

aligning individual contributions with the broader organizational goals is evident in the positive 

responses to indicators related to career development, accomplishment, and respect in their positions.  

3. Hierarchical structure, formalization, and internal and external boundaries do not have a significant 

relationship with the performance of employees except for technology. This might be because 

traditional hierarchical structures and formalization no longer have as much of an impact on how well 

employees perform in today’s rapidly changing and technologically oriented workplace. Internal and 

external boundaries are less influential due to the increasing interconnectedness and virtual nature of 

contemporary workplaces, acting as a powerful catalyst that empowers employees to transcend these 

traditional constraints and directly influence their performance. This emphasizes the necessity for 

businesses to adapt and make technology investments to maximize employee performance in the 

modern workplace. 
 

Recommendations 
 

Based on the findings and conclusions of the study, the following recommendations are advised: 
 

To the Employees: The study’s findings emphasize a strong correlation between employee performance 

and technology. The researchers recommend that employees engage in training programs, seminars, and 

development opportunities to enhance their proficiency in utilizing the organization’s technological 

resources. This adds to their skills and provides the cooperative with a competitive advantage. A 

technologically proficient workforce ensures the organization’s adaptability to industry changes, fosters 

innovation, improves efficiency, and contributes to operational excellence. By fostering a continuous 

learning and adaptation culture, the cooperative positions itself for sustainable growth and success in a 

dynamic technological landscape. 

 

To the Cooperative: Given a preference for traditional methods, organizations should encourage creativity 

in presenting products, especially online, as most people now use the internet. Leveraging creativity is
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essential to capture the attention of new clients. It is also recommended that organizations should seek 

technology that simplifies communication between various tools or platforms used in the business. This 

compatibility reduces data silos, enhances efficiency, and supports better decision-making based on 

comprehensive information. It is suggested that the Cooperative should offer continuous support by 

conducting training, seminars, and other activities to facilitate a smooth transition, showcasing a 

commitment to successful implementation, and fostering employee performance. 
 

To the Future Researchers: Since the study is confined to a single multipurpose cooperative, it may not 

fully represent the entire cooperative sector. It is advisable to conduct further research to enhance the 

understanding of the relationship between organizational structure and employee performance. And since 

the study primarily focuses on organizational structure and technology’s impact on employee performance, 

overlooking other potential influencing factors such as leadership styles, organizational culture, and external 

market dynamics, it is suggested to do comprehensive analysis incorporating these factors could provide a 

holistic understanding of employee performance determinants. 
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