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Introduction
In this report, an overview supported rationally and academically has been provided regarding what’s harmful and beneficial for Aldi’s culture, organizational structure, behavior of employee and performance with regard to policy practice of human resource. Today, in the global business market, one of the most reputable retailers of business is Aldi. It always has had a simple goal: provision of best vision and quality utilizing smart and linear procedures of business. Alone in the UK, 20,000 people are employed in Aldi and is growing consistently.
1. How organizational Structure and cultures can influence the organizational performances 
Aldi Organizational Structure
The system of formal reporting of tasks and associations controlling, coordinating and motivating workers so they strive for the achievement of organizational objectives is defined as organizational structure. Generally, in the form of pyramid, a large structure of organization is depicted.
Rapid and robust expansion is allowed by the organizational structure of Aldi that is crucial for the firm’s success on online services, information technology, and industries of consumer electronics. An organizational or corporate structure of a corporation is composed of services, personnel groups and between these resources and groups, associations (Birinci, Berezina and Cobanoglu, 2018). For the development and management of the organizational structure, a framework is served by organizational design.in Aldi’s this business report, policies fostering continued advancement of technology are supported by organizational structure.
On geographical basis, without getting much departmentalized, a divisional structure is followed by Aldi. The managers of the division have the entire responsibility to handle the products/services the store provides and run the store considering it as a business of their own (Tien, 2019). 
Also, it points the following of a decentralized structure by Aldi whereby the decisions can be completely made by the skilled and potential having managers at a lower-level. In the locality, for every 6 to 80 stores in the region, there was a formation of an autonomous corporation since the decentralization in 1961 that occurred with the splitting of Aldi in Aldi Sud and Aldi Nord. Resultantly, numerous autonomous corporations were formed that, in a healthy manner, continued to compete with each other for helping the organization’s growth.
In a region that’s geographically dispersed, it’s been proven by an organization like Aldi, the decision has proven to be good taking in account the Aldi’s success and growth since its appearance (Groysberg et al., 2018). The bureaucracy will be less due to smaller size of the corporations and the handling of almost all the issues can be done at the ground-level by rapid utilization of the knowledge present in the local marketplace. The regional managers are involved in the process of decision-making through decentralization and the strategies of the company are also effectively implemented. From Robbins and Coulter (2001), the views have been adapted regarding a decentralized structure.
When defined in context of span of control, the structure of Aldi is flat. A broad range of control is owned by managers hence making a flat structure instead of a hierarchical structure. Individual departments for human resources, public relations, marketing or planning are not there in Aldi. For the goals’ achievement, authority and responsibilities, clear specifications are given by the managers. For the delegation of these points to the underlying staff in a clear way and efficiently, manager is responsible. For the maintenance of culture and exercise of authority, results and performance evaluation and random and regular monitoring is done.
The management structure of Aldi is flat. The role of teams in organizational structure and in decision-making is emphasized by the flat structure of an organization. The challenged faced during work with other design kinds is helped to be eliminated by a flat structure of an organization. The inability of team coordination, ineffective communication and internal barriers are the faced challenges. Fundamental principles are there in a flat structure of a firm making it perfect foe the workplaces in modern times. The internal procedures can be managed by teams who are given power ensuring the establishment of an experts’ team achieving higher coordination levels (Sakhartov, 2017). There is flat flow of information ensuring that information can be accessed by team’s every member. there has been an elimination of the obstacles in coordination and communication at Aldi by making sure that in management hierarchy, there exist few to none chains. Towards the top leadership, the remaining executive team members possess easy access and also developed intra-communication. The work is easily coordinated by these teams and do not necessarily have to consult the top authorities. Thus, they have become experts making it easier for the company for adapting to the new changes implemented.
Aldi Organizational Culture
The Aldi’s organizational structure has been successful also by adhering to 7 core values apart from delivering quality products and appropriate planning’s. Focusing the member or customer is the first value. It is attempted that every member served receives a world-class experience from the company. Preference is given to customer satisfaction and apart from listening the customer attentively, every worker is motivated to be appreciative and caring. The embracement of the organization’s lifestyle and the products is the second value (Brandes and Brandes, 2019). The company has fascinating products and their usage is thus encouraged to be done by the employees, sharing their experience with co-workers and friends another vital value of the organization is a positive attitude entailing to respect others, focus on their positive points and strive for the harmony build-up. It is believed by management that when a workplace is having smiling faces indicates a productive and enjoyable. The challenges are then perceived by the employees having such attitudes as growth opportunities instead of frustration sources. The fourth value is the personal integrity that aims the creation of an employees’ team that is honest and transparent able to develop trust with clients. The organization warmly welcomes the change. The main policy is bringing innovation, no status quo settlement and strive for excellence. Things are sought to be done in a radically different manner and for improved and more significant accomplishments, the change is perceived to be means (Simon, 2021). Exercise of good judgment is the 6th value. Specifically, in team, there is encouragement of good judgment and critical thinking is urged to be embraced by workers before coming to any judgment. Finally, there is always effective communication. Harmonious workplaces and seamless procedures of work have been created by adequate, clear and correct data. 
The culture has been significantly influenced by Aldi’s founders and the business strategy, philosophy and guiding principles of Aldi reflect the cultural values. Moreover, the Aldi model is easier to be understood by the customers, employees and managers that is providing high-quality but affordable priced products.
The avoidance of non-desired cost when possible is the aim of Aldi which is also well-known and at all levels of the company, urge the managers and the employees to remain highly cost-conscious and essentially focusing on the economic efficiency as wastage is not allowed by Aldi. For instance, among all, one rule is the switching off of lights by all employees in offices in case of having significant daylight from outer space (Santamaria, 2020). Hence, in value-chain’s all areas, there is extension of cost-watching concept that includes the new technique development for management of warehouse or for the goods’ transport.
The company considers all aspects and for small success achievement, develops pleasure. A strong force accompanies continuous improvement culture for the implementation and development of the solutions. Instead of revelation of detailed analysis, new solutions and ideas will be tried by Aldi, for instance, market analyses are not to be detailed by new products, but in three shops are tested. Their introduction is done in remaining shops in case they get successful and accomplish a pre-determined and fast minimum turnover.
The employment and selection strategy of Aldi strengthens the organizational culture. Careful selection, development and enhancement of the management talent is done from within Aldi (Muchiri et al., 2019). Furthermore, for capable managers, essential qualities have much focus on efficiency in economy, equality with others, involving modesty, suppliers, and towards press and public, reservation.
2. Based on behavioral approach, how different factors can influence individual behavior at work place 

Humans have a complicated behavior and depending on situations, reactions are given. If the behavior of people on various situations is understood, then at workplace, people can be managed for the achievement of set organizational goals. The present resources are used by the management in an organization for a given task and individual on five factors, depends the behavior of individual at work that are:

[bookmark: _Toc413449672]Demographic Factors: 
Age, gender, training, rationality, financial foundation etc. are the demographic variables. Individuals having significant financial base, decent education, and are youthful etc. are preferred by the organizations as superior to others, they are expected to perform. There is a continuous interest of youthful and elemental experts having significant foundation in academics and strong relational abilities. It is noteworthy to investigate for demographic variables since the selection of the suitable employer is helped for the management for a particular job or a task.
For instance, no discrimination for the employees’ requirement is there in ALDI. For the individual employees, no rules exist. International law of labor is followed by Aldi. Additionally, for a specific gender, color, race, etc. no particular rules are there. Hence, various sorts of working people can be found in the Aldi and the sharing of knowledge is done by all as per their potential. In recent times, in the hospitality world, a giant leading firm is Aldi (Belwalkar, Vohra and Pandey, 2018). Every employee in Aldi is considered as a potential individual for provision of ideas and friendliness of employees makes the international recognition of Aldi and makes it unique around the globe.
[bookmark: _Toc413449673]Ability and Skills Factors: 
Capacity is defined as the physical limit of ability of person for doing a task. The capacity for acting in a way permitting the individual for giving a better performance is characterized as ability.
For instance, it is known by the management of Aldi regarding the skills and ability of an individual that can assist in the achievement of goals and fulfilling the expectations of customers (Chung and Yang, 2017). 
[bookmark: _Toc413449674]Attitude Factors:
As per psychologists, the tendency of giving a favorable or unfavorable response to some persons, situations or objects is called an attitude. An organization can reach the desired heights through a positive attitude.
Likely, for every individual employee, a training session is arranged by Aldi (Rezapouraghdam, Alipour and Arasli, 2019). An employee’s negative attitude can be improvised by this training and a positive attitude can be developed in them.
[bookmark: _Toc413449675]Personality Factors:
In different individuals having various aspects, there is the dependence of personality. It might be geographic, religion, economic, or social aspect.
In a workplace, a much personal factor is personality since people are only seen from the outside, and they are measured through their personalities judging the fact that whether or not he/she can fulfil the assigned task. In some instances, a poor personality is owned by a well-groomed individual (Lehmann-Willenbrock and Allen, 2018). In the way of a vital job, negative personality can act as a barrier affecting the performance of job.
[bookmark: _Toc413449676]Perception Factors: 
Recognition is the implied cognitive methodology to significantly decipher the boost in ecological environment. Ecological boosts can be composed and translated by every other individual on his/her reference premise. A single person’s impression to others is influenced by several other factors. For the directors, a crucial part is assumed by investigating the observations (Blader, Patil and Packer, 2017). For the troughs, making a workplace a better and great environment is essential having the aim of letting the employees view them most positively. Better performance can be given by the workers based on the positivity of their views.
Conclusion
Some founding principles are the structure and culture of an organization determining the organization’s sustainability and competitive advantage. The designing of the two with regard to organizational goals determine the competitive leverage over others. The past years for Aldi have shown to provide continuous growth and success. Effective communication, positivity in attitudes and critical thinking skills significantly play role in the success of an organization. The flat organizational structure of Aldi enables it have effective communication and coordination leading to elimination of internal hurdles.
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