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Abstract
This dissertation explores the impact of flat organisational structures on employee performance, with Nike as the case study organisation. Flat organisational structures are becoming more and more popular because of their capacity to promote empowerment, innovation, and teamwork in a business environment that is changing quickly. By using qualitative research techniques including content analysis and interviews, the study reveals the complex relationship between flat organisational structures and worker performance. The main conclusions point to higher levels of job satisfaction, better communication, and increased productivity in a flat organisational structure. Effective leadership techniques become apparent as essential to success. There are advice and practical implications for Nike and other organisations that are thinking about or currently functioning in flat structures. Although this study has broadened our comprehension of the dynamics influencing employee performance in a flat organisational setting, it also recognizes its limits and opens the door for more in-depth investigation of this dynamically changing paradigm in the future.
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[bookmark: _1fob9te]Chapter 1: Introduction 
[bookmark: _3znysh7]1.1 Background
Organisational structures in the modern business environment are undergoing a dynamic transformation, with flat structures garnering a lot of attention and adoption. With Nike, a leader in its field on a global scale, serving as the main case study, this research aims to explore the effects of a flat organisational structure on employee performance in this environment. A prime example of a contemporary commercial entity that has adopted a flat organisational structure is Nike, a multinational firm well-known for its domination in the apparel sector (Cuofano, 2023). Given that Nike is known for pioneering the implementation of novel structural models to foster agility and cooperation, the company's selection as the case study organisation is both smart and pertinent.
The continuing conversion of conventional hierarchical structures into flat organisational models is the relevance of this research topic. To promote innovation, creativity, and employee empowerment, flatter structures are becoming more prevalent. Decision-making processes are more decentralised, hierarchical levels are reduced, and communication routes are more direct under such organisational frameworks, creating a dynamic and open workplace culture (Parthasarthy & Sethi, 2018). This study explores how Nike's flat organisational structure affects employee productivity and job satisfaction. It does this by investigating issues with decision-making, communication, and collaboration, as well as accountability and efficiency tactics. It also looks at performance-enhancing motivational strategies and how organisational culture affects these strategies' efficacy (Shamim et al., 2016). The research questions address decision-making, decision-making challenges, effective motivating strategies, and job satisfaction.
Drawing on Nike's creative organisational design strategy, this study aims to shed light on the changing environment of organisational structures and their impact on employee performance (Brenner, 2013). The results are anticipated to be useful information for companies considering a move toward flatter structures and for decision-makers looking to maximise employee performance and job happiness in contemporary workplaces (Goins, 2018).

[bookmark: _2et92p0]1.2 Research Justification
Research on the effect of a flat organisational structure on employee performance, notably using Nike as a case study, is highly relevant to organisational management and a wider range of firms in addition to Nike. Nike places a premium on having a thorough grasp of how its flat organisational structure influences employee performance (Palepu et al., 2020). As a leader in the sector on a global scale, Nike frequently sets trends and has an impact on the corporate world. The results of this study could offer Nike's leadership priceless insights and assist them adapt their organisational structure to further improve staff productivity, job happiness, and overall effectiveness. With the right technique, Nike might be able to sustain the innovative and collaborative work atmosphere that fuels its competitive edge (Cuofano, 2023).
The study fills a clear gap in the literature in the larger context of organisational management. Despite the rising popularity of flat organisational structures in modern workplaces, little empirical study has been done to determine how they affect productivity and employee satisfaction. There is a dearth of information in the literature currently available about the implications of more contemporary organisational paradigms because it predominantly focuses on traditional hierarchical structures (Felin and Powell, 2016). By providing actual evidence and insights into how flat organisational structures might impact employees, their motivation, and their contribution to the business, this research seeks to close this knowledge gap.

[bookmark: _24uqru5macp7]1.3 Proposed Aim
The main aim of this study is to examine the effect of a flat organisational structure on the performance of Nike employees to attain a comprehensive understanding of the benefits, challenges, and implications of this model. 

[bookmark: _8h1bl9vytwri]1.4 Objectives
a. To explore how the flat organisational structure at Nike company impacts employee performance and its role in job satisfaction. 
b. To establish the challenges employees face under the flat organisational structure at Nike company. 
c. To identify the impact of flat organisational structures on decision-making, communication, and collaboration among workers at Nike. 
d. To understand the mechanisms and strategies utilised by Nike to ensure accountability and promote efficiency within the flat organisational structure. 
e. To explore and categorise various motivation techniques that organisations usually employ to promote and enhance employee performance. 
f. To investigate how organisational culture impacts the effectiveness of motivation techniques in the organisation to enhance employee performance.

[bookmark: _qertzm2i12nb]1.5 Research questions
a. How does flat organisational structure impact job satisfaction and employee performance at Nike?
b. What opportunities and challenges are faced by employees working within a flat organisational structure at Nike?
c. How does a flat organisational structure like Nike impact decision-making, collaboration, and employee communication?
d. What are the best motivation techniques that lead to better employee performance?

[bookmark: _tyjcwt]1.6 Scope and Limitations
This study uses Nike as a case study to investigate the effects of a flat organisational structure on employee performance. The scope of this research encompasses a thorough analysis of Nike's unique flat organisational structure, considering its effects on job satisfaction and employee performance (Akhter et al., 2013). In the context of Nike's flat organisational structure, this study intends to dive deeper into a number of factors such as communication, collaboration, decision-making, motivational strategies, and organisational culture (Goins, 2018).
[bookmark: _3dy6vkm]Constraints and Limitations:
As much as the purpose of this research is to offer insightful information, it is also crucial to recognize that there are some restrictions and limitations. In that regard, main limitations are:
i. Time: The research is conducted within a fixed schedule that is more likely to influence the volume and scope of data collection and analysis process.
ii. Resources: The volume of data collected and the ability to carry out lengthy fieldwork and the associated analysis is limited by the number of resources available.
iii. Access to Data: Restrictions on access to sensitive and confidential organisational data may prevent a thorough investigation.
iv. Generalizability: There is the possibility that the final conclusions of the research may apply to the Nike setting and might not be applicable to all other organisations.
v. Potential Bias: There is also the probability that the data collection method could be biassed when dealing with the ephemeral experiences of employees.

[bookmark: _1t3h5sf]Chapter 2: Literature Review
[bookmark: _4d34og8]2.1 Conceptual Framework
The fundamental frameworks that specify how authority, responsibility, and power are allocated within an organisation are called organisational structures. According to Halme (2016), the old hierarchical form of organisation is replaced with a flat organisational structure, which has fewer levels of management and a more distributed system of decision-making. Employee autonomy is greater, duties are equally dispersed, and there are fewer management levels between the front-line staff and top leadership under a flat organisation. A collaborative, flexible, and imaginative work atmosphere is what this approach seeks to establish.
The origins of flat organisational structures can be found in management theories and movements like human relations and socio-technical systems, which date back to the middle of the 20th century. Emmanuel (2021) indicates that management theorists like Douglas McGregor, who promoted Theory Y management that prioritised individual autonomy and incentive, are notable proponents of flat organisations. With the rise of modern technological companies that have embraced flat organisational structures to promote innovation and agility such as Apple and Alphabet, the structure is becoming widespread (Wu, 2015). However, the idea of flat organisational structure gained traction in the 1980s and 1990s.
Employee performance is broad and varied considering that it encompasses essential factors such as productivity, motivation, and job satisfaction. Wu (2015) explains that the internal and external forces that push employees to accomplish their objectives and carry out their duties are referred to as motivation. As per Lee and Edmondson (2017), increased autonomy and participation in decision-making, which comes with a flat organisational structure where individuals have more direct control over their job, can drive motivation. Dalkrani and Dimitriadis (2018) shows that in flat organisational structures, factors like a lack of strict hierarchies and facilitation for skill development can have an impact on job satisfaction. This is an indication of employees' job satisfaction with their roles in the organisation. On the other hand, as Skelcher and Smith (2015) explain, employee productivity determines how effectively and efficiently they complete their jobs. From that perspective, organisations with flat structure frequently seek to increase productivity through reduced hierarchies and bureaucracy and open lines of communication. This can result in quicker problem-solving and decision-making due to effective communication and collaboration (Ballaro et al., 2020).
As demonstrated by Parker et al. (2015), the relationship between employee performance and flat organisational structures is an essential part of this research. For firms considering a change in their organisational architecture to flat structures, in that regard there is the need to understand how flat structures affect productivity, motivation, and job satisfaction. With Nike as a case study, this conceptual framework establishes the groundwork for evaluating the relationships between organisational structures and employee performance. This relationship was further examined in the chapters that follow.

[bookmark: _2s8eyo1]2.2 Theoretical Perspectives
There are a number of pertinent theories that provide light on the dynamics and effects of flat organisations and employee performance. Particularly applicable are the theories of agency theory and social exchange.
[bookmark: _17dp8vu]Agency Theory:
The principal-agent connection that exists in companies, where the principal (often top management) assigns tasks to agents (employees) who carry them out, is the focus of agency theory. According to Dong et al. (2021), this notion is demonstrated in traditional hierarchical organisations by managers (principals) assigning tasks to employees (agents). However, the dynamics of agency theory change in a flat company like Nike (Goins, 2018). Because there are fewer layers of management in a flat organisation, the normal principal-agent gap is less. Flat organisational models frequently give employees more direct access to decision-makers and give them the freedom to act independently. Shaikh and O'Connor (2020) suggest that agency theory, emphasising alignment between principals and agents, could lead to a more positive work climate at Nike.
[bookmark: _3rdcrjn]Social Exchange Theory:
According to the social exchange theory, interpersonal interactions and resource exchanges within an organisation have an impact on both individual and group behaviour. Arsawan et al. (2020) indicates that social exchange theory is intended to figure out how employee performance is influenced in a flat company like Nike. From that perspective, the theory explores how social interactions among employees operate in a flat organisational structure. This can be attributed to collaborative and open communication that are common in organisational settings where there is free interaction. In such structures, employees are more likely to break bureaucracies that exist in hierarchical organisations. Ahmad et al. (2023) indicates that such settings facilitate assisting one another, share expertise, and develop relationships that go beyond conventional hierarchical boundaries. For that reason, the flat structure can strengthen a person's sense of social identity hence increase an employee's motivation and job satisfaction. Furthermore, the social exchange theory emphasises the aspect of reciprocity principle. In this principle, employees are more likely to reciprocate social interactions with higher commitment and performance when they realise the support and opportunities in the workplace.
We can use the context of Nike to illustrate that agency theory and social exchange theory can work together to describe the workplace dynamics of flat organisational structures by comparing and contrasting these ideas as follows:
· Agency theory emphasises how flat organisational structures have a smaller principal-agent gap. In that regard, the theory facilitates enhanced employee autonomy alignment with organisational interest can boost productivity (Dong et al., 2021).
· Social exchange theory highlights the collaborative nature of flat structures. For example, Nike can contribute to effective relationships among employees that would in turn increase job performance and satisfaction. From that point of view, the social exchange theory emphasises the value of interpersonal interactions that would eventually contribute to the reciprocity principle (Ahmad et al., 2023).
In that regard, the two theories facilitate a theoretical foundation for comprehending the workplace dynamics of flat organisational structure and how they may influence employee performance. In such a setting, Nike's ability to develop a successful, creative, and enjoyable working environment hinges on application of these theoretical foundations.

[bookmark: _26in1rg]2.3 Empirical Studies
Outcomes of empirical studies on employee performance in flat organisational structure shed light on the implications of such settings on workplace dynamics. These researches have emphasised a variety of aspects and effects connected to flat organisational models. In the process, they have revealed significant gaps in the knowledge base of organisational leadership and management. 
[bookmark: _lnxbz9]Summary and evaluation of previous studies:
The relationship between employee performance and flat organisational structures has been explored in empirical research that have highlighted the changing organisation management. Some of the significant discoveries and patterns in these literatures include: 
· Enhanced Autonomy and Decision-Making: According to Skelcher and Smith (2015), flat organisational designs provide employees more autonomy and involvement in decision-making. Autonomy is associated with employee motivation and job satisfaction.
· Open Communication Channels: These channels are considered to encourage cooperation and innovation. They are a distinctive feature of flat organisations. According to the research, employees in the flat organisational structures frequently report higher levels of improved problem-solving skills and innovativeness.
· Efficiency and Responsiveness: Flat organisational structures result in more efficient operations as a result of fewer hierarchical layers to travel. This effectiveness is associated with increased productivity and responsiveness. This has a favourable impact on employee performance.
· Leadership Challenges: According to Mawoli and Haruna (2013), managing flat organisations can be challenging on grounds that it requires leadership and coordination. This guarantees that all stakeholders work toward the same objectives.
[bookmark: _35nkun2]Identification of Literature Gaps
There are still many gaps in the literature despite the body of the existing research:
· Limited Industry and Context Variation: According to Skelcher and Smith (2015), the empirical investigations of the existing literature demonstrate that there is little variation in the industries and contexts. In that regard, there is the need for more research that spans a larger range of industries and geographical contexts for the purposes of providing a more thorough knowledge of the relevance of findings.
· The Role of Organisational Culture: Organisational culture in flat organisational structures is highlighted in various studies. As much as this area has not received much attention, there is the need to understand how culture impacts on flat structures.
· Long-Term Effects: As per Andersson et al. (2019), the existing literature shows that the long-term effects of flat organisational structures on employee performance are yet to be insightfully researched. This is in light of the fact that flat structures have emerged in the past few decades and have not been deeply and widely researched.
· Studies comparing quantitative and qualitative methods: The exploration of the majority of research shows that most researchers use quantitative methods. For this reason, there is the need for further comparisons between qualitative and qualitative research (Thunberg and Arnell, 2022).
· Global Perspective: Harsch and Festing (2020) indicate that most organisations using the flat organisational structures operate globally. However, there is a need to make comparisons with local organisations that use the flat structure. 
These gaps in knowledge necessitate the need for further research to address particular issues and widen the research focus. The gaps revolve around the relationship between flat organisational structures and employee performance. This would help create a more comprehensive understanding of the dynamics of work structures.

[bookmark: _1ksv4uv]2.4 Factors Influencing Employee Performance
Leadership, communication, and organisational culture are one of the many factors that impact on employee performance and productivity in flat organisations. This is explained as follows: 
· Leadership: Fernandopulle (2021) explains that effective leadership and management are crucial in flat organisations such as Nike. For this reason, it is expected of leaders to encourage collaboration, facilitate decision-making, and offer direction into the future of the workforce. Shrestha et al. (2019) explains, Nike's leadership strategies should promote employee liberty while at the same time align with its mission, vision, and core values.
· Communication: There is the need for open and direct communication is a fundamental component of flat organisations such as Nike. Chettri (2014) states that the company should have open lines of communication that encourage openness. This would allow staff members to express ideas and concerns and enhance collaboration.
· Organisational Culture: Ye (2023) explains that Nike’s organisational culture is an important factor in determining employee performance. At the company, organisation culture encourages innovativeness, taking calculated risks, and employee empowerment (Ngọc Lê, 2023). This can increase output and work satisfaction. This way, performance can be boosted by a culture that emphasises skill improvement and lifelong learning.

[bookmark: _44sinio]Chapter 3: Methodology
[bookmark: _2jxsxqh]3.1 Research Design
[bookmark: _z337ya]Research Approach: 
Using Nike as a case study, this study uses a qualitative research methodology to analyse the impacts of a flat organisational structure on employee performance. The choice of the qualitative approach was influenced by the intricate and multifaceted nature of the research (Cantelmi et al., 2021). The qualitative approach explores employees’ perspectives, experiences, and challenges. In that regard, this is essential to understanding how organisational structures affect employee performance.
[bookmark: _3j2qqm3]	Rationale for Qualitative Approach: 
A qualitative approach enables a comprehensive grasp of the research on grounds that it broadens the insights of fact finding. This is because it facilitates obtaining rich, context-specific data and enabling an in-depth exploration of the phenomena. In the current research, a qualitative approach makes it possible for the study to explore the subtleties of Nike's flat organisational structure. The approach examines the experiences of its employees and the organisational procedures used at Nike (Sobiya and Sobiya, 2018). For that reason, understanding the effects of flat structures on communication, motivation, decision-making, and organisational culture aligns with the research's goals.
Quantitative methods might not fully capture the underlying intricacies, motivations, and views of individuals and the organisation on quantifiable measures. However, the qualitative research excels at illuminating these factors. Based on the concepts of Andersson et al. (2019), the approach is well suited for revealing the subtleties and complex elements of employee performance within the context of Nike's distinctive flat structure. A qualitative technique additionally permits flexibility throughout data gathering and analysis, accommodating the topic's dynamic nature and guaranteeing that unanticipated insights are not missed (Johnson et al., 2020). This adaptability improves the study's capacity to offer a comprehensive and nuanced understanding of the effect of flat organisational structures on employee performance within the particular Nike setting.
[bookmark: _1y810tw]Justification for Case Study Methodology: 
A case study methodology is chosen because it is suitable for analysing real-world organisations such as in this study the case of Nike in the contexts of its operations. Nike is an engaging case study considering its widespread recognition and reputation as a leader in developing its industry. From that perspective, the case study method is very useful in a bid to understand the particular dynamics and context of Nike's flat organisational structure (Igama, 2020). Additionally, the case study approach enables a thorough analysis of specific factors such as communication patterns, leadership techniques, and cultural considerations (Ye, 2023). These factors are critical in evaluating employee performance in a flat organisation such as Nike. The case offers a thorough and instructive illustration of how the factors operate in a large-scale practical organisation (Sobiya and Sobiya, 2018).
The Nike case study method makes it easier to triangulate data from many sources thus enhancing deep research. For example, employee interviews and the examination of internal records make it easier to collect data. By comparing numerous data points, the triangulation of multiple data sources increases the conclusions' validity and dependability (Joseph and Gaba, 2020). The study explores Nike's flat organisational structure through a qualitative research approach and case study methodology, focusing on its impact on employee productivity and industry environment, providing comprehensive insights into this changing organisational paradigm (Thompson, 2023).

[bookmark: _4i7ojhp]3.2 Data Collection
[bookmark: _2xcytpi]Methods of Data Collection:
In this research, a mixed-methods approach is used to investigate the effects of Nike's flat organisational structure on employee performance. The mixed approach uses interviews, document analysis, and content analysis of internal documents to gather comprehensive data.
1. Interviews: Semi-structured interviews were conducted with a representative sample of 15 Nike employees from different departments and levels of the firm. The interviews are conducted in-person or remotely depending on the convenience of a particular setting. The semi-structured format enables flexible questioning (Wood et al., 2020). This way, the investigation of unexpected discoveries ensures that the main research issues are covered. Interviews centred on participants' experiences, perspectives, and issues linked to the flat organisational structure (Frechette et al., 2020).
i. How does Nike's HR department create and carry out training initiatives to improve the abilities and output of its workers?
ii. Could you give a summary of Nike's programs for developing leaders and how they help the company's organisational structure work well?
iii. How does Nike HR modify training and development to meet the particular opportunities and challenges that exist inside the company?
iv. Could you provide instances of effective training or skill-building initiatives for employees that have improved their performance at Nike?
v. How does Nike HR assess the success of training programs to make sure they complement the objectives and core values of the company?
2. Document Analysis: Document analysis played a major role in this study. The method was used to analyse a company's plans, decision-making procedures, memos, internal papers, and reports. The method facilitated analysis of materials pertaining to Nike's organisational structure and policies (Wood et al., 2020). Document analysis supported interviews that provided an institutional perspective on Nike's official position and practices on the flat organisational structure.
3. Content Analysis: A content analysis approach enabled qualitative information gathered through document analysis and interviews. Through content analysis, the researcher was able to understand the participants' experiences. On the other hand, organisational documentation was structurally analysed by spotting patterns, themes, and commonalities in the data. This is vital in classifying feedback that contributes to the development of a thorough understanding of how employee performance is affected by the flat structure (Saunders, 2019)
[bookmark: _1ci93xb]Process of Data Selection:
A purposive sampling approach is used to choose the data sources. Interview candidates are carefully picked so that they have the necessary knowledge and experience with Nike's flat organisational structure. To improve the representativeness of the data, sampling was broadened to include employees from diverse departments and organisational levels (Campbell et al., 2020). Access to internal documents was required from Nike's authorised employees in order to conduct a document analysis. This will entail obtaining authorisation and making sure that all papers are handled and examined in accordance with any confidentiality policies or non-disclosure agreements set by the organisation. 
[bookmark: _3whwml4]Data management and Ethical Considerations:
This study places a major emphasis on ethical considerations. For this reason, all participants were provided with an informed consent form. The information provided in the consent form was to ensure that participants are aware of the nature of their voluntary participation, research's objectives, and their right to discontinue participation at any given time without encountering issues (O’Gorman, 2015). Then again, all interview data was anonymized by giving the participants pseudonyms. Additionally, no identifiable information was shared in the reporting of results for the purposes of protecting the privacy of the participants. Data was handled with confidentiality in the process of document analysis (Morgan, 2022). On the other hand, data was securely stored on password-protected devices. Further, access to critical material was only permitted to members of the research team. Most importantly, all research procedures conform to ethical restrictions imposed by Nike as well as the ethical standards set by the university.

[bookmark: _2bn6wsx]3.3 Data Analysis
In this study, data analysis is an organised method used to extract deeper insights from the information gathered through interviews, content analysis, and document analysis.
[bookmark: _qsh70q]Methods for Analysing Collected Data:
1. Thematic Analysis: A thematic analysis was used to analyse qualitative data from interview data and document analysis. Through a thematic analysis, themes, patterns, and commonalities in the data are identified and explored. Document transcripts and interview reviews will help categorise data into categories or topics. Thematic analysis is based on the experiences of the participants and the substance of the documents (Morgan, 2022). This is on grounds that the themes were gathered inductively from the data itself.
2. Cross-Validation: This method was used to guarantee the results are reliable and valid to be used in the research. Then again, several research team members reviewed and coded interviews and documents are reviewed. Any conflicts or variances in coding were reviewed and settled by team consensus for the purposes of improving the general rigour and uniformity of the study (Clippinger, 2017).
3. Quantitative Analysis: In addition to qualitative analysis, internal document content analysis may also produce quantitative data. Quantifying the occurrence of particular terms or topics in the papers may fall under this category. Along with offering additional insights into the popularity of particular issues or subjects inside Nike's flat organisational structure, the quantitative data will support the qualitative conclusions.
[bookmark: _3as4poj]Data Interpretation and Triangulation:
A thorough comprehension of the themes and patterns discovered by thematic analysis was necessary for data interpretation. The results were addressed in relation to the aims and questions of the study, and it was examined to what extent the effects of the flat structure on employee performance are consistent with the theoretical viewpoints covered in Chapter 2.
The use of triangulation, a vital component of data analysis, was made in order to increase the reliability of the results. Comparing results from several data sources, in this case, interviews and document analysis, is the process of triangulation (Morgan, 2022). When various sources' findings concur, the trustworthiness and credibility of the conclusions are strengthened. For instance, it strengthens the credibility of the results if employees' experiences and perceptions, as disclosed in interviews, are in line with the organisational rules and procedures described in internal materials.
[bookmark: _1pxezwc]Software Tools for Data Analysis:
Software programs and SPSS and MS Excel were used to analyse qualitative data. The software programs simplify the theme analysis process by making it easier to manage, code, and retrieve qualitative data. The quantitative data collected from content analysis was used to handle using the proper software tools in order to ensure accuracy and effectiveness. Then again, an in-depth and thorough understanding of the effect of a flat organisational structure on employee performance at Nike was provided through the data analysis process. This was carried out with rigour, transparency, and a dedication to these principles. 

[bookmark: _49x2ik5]Chapter 4: Analysis and Discussion
[bookmark: _2p2csry]4.1 Case Study Findings
The Nike case study presents a wide range of findings that illuminate the dynamics of employee performance under a flat organisational structure. Understanding how Nike's distinctive organisational design approach affects its employees and their performance depends on how these findings are analysed.
[bookmark: _147n2zr]Impact on Job Satisfaction:
The beneficial impact of Nike's flat organisational structure on work satisfaction is one of the study's most striking findings. Employees frequently indicate a high level of job satisfaction, which they attribute to the enhanced autonomy and the chance to influence decision-making. This is consistent with the ideas of agency theory, which contends that smaller hierarchical gaps might result in better alignment of managerial and staff objectives. This congruence, in the context of Nike, translates into a feeling of ownership and responsibility for employees, which promotes job happiness.
[image: ]
[bookmark: _3o7alnk]Enhanced Collaboration and Communication:
Nike's flat organisational structure encourages open lines of communication and teamwork. Employees value the chance to interact and express their thoughts with decision-makers directly. As a result, the workplace becomes more inventive and creative, which is consistent with the findings of the social exchange theory, which emphasises the importance of interpersonal interactions and resource exchanges. These interactions result in greater trust, reciprocity, and support among Nike employees, which strengthens their sense of social identity and ultimately boosts their motivation and job happiness.
[bookmark: _23ckvvd]Efficiency and Productivity: 
Nike's operations are more productive and efficient due to the flat organisational structure's fewer hierarchical tiers. Employees gain from more efficient decision-making and speedier reactions to problems. The concepts of agency theory and its emphasis on smaller principal-agent gaps are reflected in the relationship between this efficiency and higher production. Nike employees may concentrate on their work with a stronger sense of autonomy and responsibility if there are fewer layers to negotiate (Thompson, 2023).
[bookmark: _ihv636]Leadership Challenges:
Despite the benefits of the flat structure, the case study also exposes certain difficulties in leading such an organisational structure. Maintaining alignment and cooperation among staff requires effective leadership. Nike is aware of the necessity for effective leadership techniques to maintain employee engagement and maximise performance within the flat structure (Neiderhauser, 2013).
	The case study results show how Nike's flat organisational structure has a major impact on employee performance. Autonomy and participation in decision-making contribute to a significant increase in job satisfaction. The reduction of hierarchical layers boosts productivity and efficiency while fostering collaboration and open communication in the workplace. The difficulties of leadership in this framework, however, also emphasise the significance of efficient management.
The analysis of these results shows how agency theory and social exchange theory are relevant for illuminating the dynamics of employee performance inside Nike's flat organisational structure. These hypotheses support the observed results, highlighting the significance of narrowed interpersonal gaps, solid interpersonal ties, and streamlined procedures in raising job satisfaction and motivation. Last but not least, these findings demonstrate how a well-designed flat structure can have a favourable impact on employee performance, and they are therefore helpful for firms contemplating or implementing flat organisational structures.

[bookmark: _32hioqz]4.2 Comparison with Literature
The results of the case study on Nike offer an important chance to compare and contrast the findings. The comparisons are with reference to the body of knowledge already available on flat organisational structures. Additionally, all insights focus on employee performance as affected organisational structures. The goal of this analysis is to identify whether the findings contradict or concur with popular ideas and models.
[bookmark: _1hmsyys]Alignment with Agency Theory:
According to agency theory, the results of the Nike case study show a strong agreement with this idea. The theory contends that closing the principal-agent gap can improve employee performance in the context of flat organisational structure. Higher job satisfaction is a result of lower hierarchical levels at Nike (Goins, 2018). Employees see a stronger alignment of interests with the organisation is consistent with agency theory. This leads to a sense of ownership and responsibility for their job as per the agency theory. 
[bookmark: _41mghml]	Consistency with Social Exchange Theory:
The social exchange theory indicates that trust and reciprocal resource exchanges are critical in determining the performance of an employee. This idea is supported by the case study results at Nike that shows enhanced social interactions among employees (Thompson, 2023). The results show that the performance employees are enhanced by open communication channels and collaborative work cultures (Ye, 2023). The higher levels of motivation, job satisfaction, and social identity can be attributed to organisational structure. 
[bookmark: _2grqrue]Challenges to Leadership Theories:
The case study results highlight issues with leadership theories while mostly supporting agency theory and social exchange theory. Maintaining alignment and cooperation within a flat structure requires effective leadership. As a result of the decreased number of hierarchical levels and the increasing responsibility given to employees, it is possible that leadership methods will need to change. Although this doesn't directly contradict leadership theories, it does highlight the necessity of a more complex comprehension of leadership in the setting of flat organisations.
[bookmark: _vx1227]	Innovation and Efficiency: 
In terms of fostering creativity and efficiency, the case study's conclusions are consistent with the larger body of literature on flat organisational structures. Numerous studies support the idea that flat organisational structures encourage innovation and open communication, which is congruent with what Nike employees have said. The effectiveness gained by Nike's streamlined decision-making procedures and decreased hierarchical layers also accords with earlier findings.
[bookmark: _3fwokq0]Additional Insights: 
The case study provides a few original insights that are not as frequently seen in the literature currently in circulation. For instance, a recurrent theme in the study is the favourable influence on job satisfaction, but it also emphasises the importance of autonomy and decision-making in fostering this pleasure. It also highlights the significance of leadership in flat organisations, a topic that is occasionally neglected in the literature.
[bookmark: _1v1yuxt]Contributions to the Field:
The case study results provide a comprehensive knowledge of how flat organisational structures affect employee performance, which advances the subject of organisational management. While they concur with accepted hypotheses, they also shed more light on the processes through which these impacts take place. The focus on leadership difficulties also highlights the need for further study and useful advice on effective leadership techniques in flat organisations.

[bookmark: _4f1mdlm]4.3 Implications
For Nike and other companies considering or using a flat organisational structure, the study's findings hold a number of practical consequences. These conclusions offer recommendations on how to improve employee performance, promote a vibrant workplace, and utilise the advantages of this organisational paradigm.
[image: ]
[bookmark: _2u6wntf]Practical Implications for Nike:
1. Leveraging Autonomy and Decision-Making: Nike can further profit from employee involvement in decision-making and autonomy. This can be accomplished by fostering an environment where staff members are empowered and encouraged to offer their thoughts and observations. Innovative solution recognition and reward can be a potent workforce motivation technique.
2. Strengthening Leadership: While highlighting the advantages of a flat structure, the case study also emphasises the significance of effective leadership. Nike should spend money on leadership development programs that give its managers the tools they need to lead and inspire employees under a flat organisational structure (Goins, 2018). Training on fostering collaboration, promoting employee autonomy, and adjusting to a leadership style that supports a flatter hierarchy are all included in this.
3. Continuous Communication Improvement: Flat companies are characterised by direct and open channels of communication. Nike should continue to be dedicated to enhancing communication procedures and resources. This might entail consistent feedback mechanisms, technological advancements, and open communication regarding the objectives and tactics of the organisation.
[bookmark: _19c6y18]Recommendations for Improving Employee Performance:
1. Promote a Collaborative Culture: Companies should give top priority to fostering a collaborative and knowledge-sharing culture. For employees to collaborate, exchange ideas, and find solutions to problems together, platforms and locations must be created. Collaboration can be facilitated through rewarding and fostering teamwork.
2. Support Employee Development: How well employees feel they are developing personally and professionally has a big impact on how well they perform. By providing chances for skill improvement, training, and career advancement, organisations can improve performance. 
3. Promote Work-Life Balance: Good work-life balance is necessary for effective employee performance. 
4. Personalized Leadership Training: Leadership techniques in flat structures call for a certain set of abilities (Visser and Courtice, 2011).
5. Clear and Inclusive Decision-Making: Organisations should place a high priority on transparent and inclusive decision-making procedures.
6. Feedback Mechanisms:  It is critical to establish efficient feedback methods in order to comprehend the demands, goals, and concerns of employees.
7. Recognition and Rewards:  Offering prizes and recognition to employees may be a great motivator. Employee happiness can be raised through rewarding outstanding work, creative thinking, and teamwork.
8. Innovation and Continuous Learning: Promote an environment that values innovation and ongoing education. This can be done by giving funds for research and development, offering training opportunities, and praising and honouring contributions that are innovative.

[bookmark: _3tbugp1]4.4 Training and Development Initiatives at Nike
Extending the conclusions on worker performance in the flat organisational structure, it is critical to investigate Nike's particular training and development programs.
The Human Resources department at Nike is essential to the planning, execution, and management of all training and development programs.
[bookmark: _28h4qwu]Comparison with Adidas
When comparing Nike and Adidas, it is clear that the two companies place a high value on extensive training and development initiatives that support staff development. Nike prioritises individualised leadership development through its HR initiatives to make sure that executives are prepared to handle the intricacies of the organisational structure. Conversely, Adidas employs a comprehensive strategy, combining a variety of online learning resources with on-the-job training to foster a vibrant learning environment.
Nike: The company's Leadership Development Program is a noteworthy illustration of its dedication to staff development. This program is made possible by HR, which offers mentorship and immersive experiences to leaders to help them develop their abilities in a flat organisational structure. The program's main objective is to provide adaptable leadership that complements the organisational structure.
Adidas: Conversely, Adidas uses technology to improve education. A complete online learning platform featuring lessons on leadership, teamwork, and innovation is made available to employees by the organisation. With this strategy, Adidas employees may participate in ongoing education at their own speed, which is consistent with the company's dedication to skill development and adaptability.
[bookmark: _nmf14n]Training Programs:
Nike has implemented extensive training initiatives aimed at providing staff members with the abilities and information required to succeed in the company's flat organisational structure. These programs could include instruction in technical skills, leadership development, and other areas of professional growth. Participation in these initiatives by employees demonstrates the organisation's dedication to promoting lifelong learning and development.
[bookmark: _37m2jsg]Leadership Training:
Nike probably runs specific leadership development programs because they place a strong focus on effective leadership in a flat organisational structure. These programs are essential for equipping leaders to handle the special opportunities and difficulties brought about by a flatter hierarchy. Employee interviews may provide insight into their perceptions of the effects of leadership development on their work and their experiences with it.
[bookmark: _1mrcu09]Skill Enhancement Workshops:
Nike may hold skill-building seminars suited to the requirements of staff members working in flat organisational structures. These seminars might concentrate on teamwork, communication, making decisions, and other skills necessary to succeed in an organisational structure.
[bookmark: _46r0co2]Feedback Loops and Continuous Improvement:
Nike may also make use of feedback systems to evaluate the success of its training programs. Gaining insight into the organisation's feedback collection methods, training outcomes assessment, and iterative program improvement processes can help you better understand its dedication to raising employee performance.

[bookmark: _2lwamvv]Chapter 5: Conclusion
[bookmark: _111kx3o]5.1 Summary of Findings
As demonstrated by the study, Nike's flat organisational structure fosters greater autonomy and decision-making participation, which improves employee satisfaction. This promotes invention and creativity by improving teamwork and communication. Lowering the number of hierarchical layers makes activities more productive since they are more effective. However, sustaining alignment and coordination within a flat organisation depends on competent leadership.

[bookmark: _3l18frh]5.2 Contribution to Knowledge
This study offers insightful information on how a flat organisational structure affects employee performance. The study fills the gaps in the existing literature by concentrating on job satisfaction, leadership, and employee experiences in organisations with a flat structure such as Nike. The study discovered that job satisfaction in a flat organisational structure is heavily dependent on autonomy and participation in decision-making. A study of employee experiences in Nike's flat organisational structure provided a comprehensive knowledge of the impact on job satisfaction, communication, decision-making, motivation, and organisational culture (Varon, 2022). 

[bookmark: _206ipza]5.3 Practical Implications
This study offers organisations with reference to the Nike case, actionable insights and suggestions on how to boost employee productivity and get the most out of flat organisational structures. It recommends maximising freedom of choice and decision-making, funding leadership development initiatives, and boosting ongoing communication. Nike may promote a collaborative culture by giving staff members spaces to collaborate, exchange ideas, and address problems (Varon, 2022). Organisations should provide chances for skill development, training, and career advancement because employee performance is intimately related to their perception of personal and professional growth.

[bookmark: _4k668n3]5.4 Limitations and Future Research
Although this study's findings are significant, it has certain drawbacks. For example, the study used a single-case study approach to explore the organisational structure of Nike. This implies that the findings of the research may not be applicable to other businesses with diverse cultures and management systems. Future research could utilise multiple case studies and mixed-method approaches to address qualitative limitations and longitudinally monitor employee performance changes in flat structures over time. It is essential to understand that the conclusions are context-specific and are based on Nike's specific methods and surroundings (Goins, 2018). 
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	Purpose of Research Activity
Research on the effect of a flat organisational structure on employee performance, notably using Nike as a case study, is highly relevant to organisational management and a wider range of firms in addition to Nike. Nike places a premium on having a thorough grasp of how its flat organisational structure influences employee performance (Palepu et al., 2020). As a leader in the sector on a global scale, Nike frequently sets trends and has an impact on the corporate world. The results of this study could offer Nike's leadership priceless insights and assist them adapt their organisational structure to further improve staff productivity, job happiness, and overall effectiveness. With the right technique, Nike might be able to sustain the innovative and collaborative work atmosphere that fuels its competitive edge (Cuofano, 2023).
The study fills a clear gap in the literature in the larger context of organisational management. Despite the rising popularity of flat organisational structures in modern workplaces, little empirical study has been done to determine how they affect productivity and employee satisfaction. There is a dearth of information in the literature currently available about the implications of more contemporary organisational paradigms because it predominantly focuses on traditional hierarchical structures (Felin and Powell, 2016). By providing actual evidence and insights into how flat organisational structures might impact employees, their motivation, and their contribution to the business, this research seeks to close this knowledge gap.
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a. How does flat organisational structure impact job satisfaction and employee performance at Nike?
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c. How does a flat organisational structure like Nike impact decision-making, collaboration, and employee communication?
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	5
	Aims of Research Activity

The main aim of this study is to examine the effect of a flat organisational structure on the performance of Nike employees to attain a comprehensive understanding of the benefits, challenges, and implications of this model.
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	6
	Objectives of Research Activity

a. To explore how the flat organisational structure at Nike company impacts employee performance and its role in job satisfaction. 
b. To establish the challenges employees face under the flat organisational structure at Nike company. 
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SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
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If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
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	Who are the intended participants:
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NO
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	Students or staff at the University?
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	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.
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	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	
15 

(this box should expand as you type)

	11
	Who will the participants be?

	
1.  Semi-structured interviews were conducted with a representative sample of 15 Nike employees from different departments and levels of the firm.


(this box should expand as you type)

	12
	How will you identify the participants?
	
1. The interviews are conducted in-person or remotely depending on the convenience of a particular setting. 

(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	✓
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	✓
	☐
	☐

	15
	Will you obtain written consent for participation?
	✓
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	✓
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	✓

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	✓
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	✓

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	✓
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	✓
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	✓
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	✓
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	✓
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	✓
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	✓

	
	
	No
	☐

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:

N/A

(this box should expand as you type)
	How you will mitigate the risk to participants:

N/A

(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	
N/A

(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

N/A

(this box should expand as you type)
	How you will mitigate the risk to the investigator:

N/A

(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:

N/A

(this box should expand as you type)
	How you will mitigate the risk to the University:


N/A
(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

N/A

(this box should expand as you type)
	How you will mitigate the risk to environment:

N/A

(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	✓

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
Prior to starting the interviews 

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
It will be taken verbally and in written form 

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
It will be anonymous 

(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	✓

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	✓

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	✓
	☐

	6
	University computers?
	✓
	☐

	7
	Private company computers?
	☐
	✓

	8
	Home or other personal computers?
	✓
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	✓

	10
	“Cloud” storage or websites?
	☐
	✓

	11
	Other – specify:

	☐
	✓

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	The data will be protected by the use of strong passwords and reliable antivirus software. 
(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	✓

	15
	Sharing of data with other organisations?
	☐
	✓

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	✓

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	✓

	18
	Publication of data that might allow identification of individuals?
	☐
	✓

	19
	Use of data management system?
	☐
	✓

	20
	Data archiving?
	☐
	✓

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	
Researcher and the relevant university staff 

(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
Researcher and the relevant university staff 


(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
The data will be stored on the university database. Will be protected by the use of strong passwords and reliable antivirus software. 


(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	
Yes

(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	✓

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	✓




SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	ANTON MERSINKOV 2014039
	Date:




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	RIAZ BHATTI
	Date:

	3
	Signature:
	
ANTON MERSINKOV 2014039
	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	✓
	I have read the guidance notes supplied before completing the form.

	✓
	I have completed ALL RELEVANT sections of the form in full.

	✓
	I confirm that the research activity has received approval in principle

	✓
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	✓
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	✓
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/




image1.png




image2.png
MANAGEMENT

Apparel

Equipment

Footwear

MARKETING

OPERATIONS

FINANCE





