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[bookmark: _Toc39415697]Introduction 
The following easy puts forward a discussion over how organisational structure and culture could impact the firm’s performance. Aldi, is a supermarket brand operating within the United Kingdom that offers up to 1,800 core products in their stores (Cr.aldisouthgroup.com, 2020). Organisation structure forms as a result of how processes are organised within the firm. The organisational structure dictates how various jobs, responsibilities and departments are connected within the fabric of the firm. In addition, relationships between various agents, stakeholders or members within the firm are directly shaped based on the organisational structure.
[bookmark: _Toc39415698]1. Organisational Structure
Ramanadham (2019) argues that organisational structure is essentially a framework, within which operational and managerial tasks are carried out. Therefore, organisational structures determine hierarchies within the firm by outlining different levels and the chain of command. Structure is important as it directly influences how well a firm is able to change and grow within an industry. Considering that companies must evolve in a competitive and ever changing environments, the development of an appropriate organisational structure can have a bearing impact over company success in long-term. 
[image: ]
Figure 1: Aldi Logo 
(Source: Aldi.co.uk, 2020)

Functional Structure
Aldi like most supermarket chains in the UK adopts a functional structure. As a result, Aldi’s structure is grouped based on functions. This results in similar tasks or jobs being grouped and managed as functional units as seen in figure 2 below. 
[image: ]
Figure 2: Functional Structure 
(Source: Zaki et al. 2015)
This type of structure encourages bureaucracy and usually involves a top-down management approach (Dhillon and Gupta, 2015). Each of Aldi’s functional units are headed by Vice presidents/operational heads. These VPs preside over District managers, who in turn manage supervisors. An example of the Company’s structure is portrayed in figure 3 below.
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Figure 3: Aldi Organisational Structure
(Source: Create by Author)
Such a structure does help Aldi vertically integrate various aspects of the business, helping deliver significant benefits. Aldi’s strategic approach of low cost and high quality products has allowed it to make significant gains within the UK supermarket industry. Its ability to provide low cost products, without compromising on quality is a direct result of its organisational structure that allows highly effective work practices and waste minimisation (Brandes and Brandes, 2012). 
[bookmark: _Toc39415699]2. Impact of Aldi’s functional structure
The functional structure adopted by Aldi greatly influences the firm’s performance and ability to organise its resources. In this section, the Company’s structure will be discussed by focusing over its impact on performance.
Specialisation
The structure helps foster specialisation within the firm; since, each department has a specific role to play with employees possessing skills to match those roles. As a result, each department is extremely efficient in its own tasks when operating autonomously. Jones (2013) argues that in functional structures the company focuses over developing specific skills rather than transferable skills among departments. In addition, there is little emphasis for interdepartmental functioning, which further allows each department to harness its capabilities to the fullest. However, it is important to note that such specialisation carries a major cost for Aldi, which is the lack of cooperation and coordination among departments. The high level of specialisation has eroded relationships and made each department behave like independent units. While, this in itself does not negatively impact performance, it does however reduce the firm’s ability to deal with emergencies or a crisis (Soderlund, 2011). For example, during a major financial crisis when many workers are laid off, staff would need to be shuffled across departments to distribute human resources effectively. But since staff are specialised and are most used to operating autonomously, it would become extremely difficult for them to adapt the situation (Zaki et al. 2015).
Efficiency
One of the brand’s key directives is to minimise costs as much as possible. This involves eradicating time wasting practices, simplifying processes and reducing waste throughout the organisation. Aldi’s organisational structure helps facilitate this to a great extent as business functions laid out, organised and designed in manner that allows them to be extremely efficient. Each unit is able to function to its full potential, leading to effective utilisation of firm resources. 
Control
Aldi structure also allows for a strong control of the process, practices and people within the brand. This has a significant bearing over performance as tight control prevents delays, disturbances and conflicts within the system. Foss et al. (2013) states that functional structures are great example of how resources can be organised and control in an effective manner. However, Mudambi (2011) argues that such structures can bring consequences over employee motivation as individual autonomy is minimised. Therefore, Aldi’s employees, especially those at the lowest levels might feel pressurised as they must abide to a strict and form system of rules, regulations and practices. This greatly limits their ability to be innovative and creative within the brand. 
Teamwork
The strong emphasis over control is likely to have a negative bearing over teamwork within Aldi. Salas and Rosen (2013) suggests that while teams do exist within such a structure, teamwork is usually limited. A strong emphasis is placed over individual work with few tasks requiring actual teamwork. This means the brand’s workforce is less likely to coordinate as groups, leading to reduced professional relationships. The Company’s performance is usually not affected, as long as tasks or processes within the firm are driven by individual work. Based on personal observations, employees at Aldi work in close proximity to one another; however, each individual is assigned a specific task, which usually does not overlap with tasks performed by other employees. This focus over individual work tends to reduce socialising at work and prevents strong bonds from manifesting (Stare, 2011). Therefore, if the Company changes its processes to incorporate team working, it could lead to dissatisfaction and conflict within the workforce. 
Change
Functional structures lay out well-established controls and rules, which allows employees to be aligned according with organisational objectives. While, this is great for the company in short-term, Aldi could face major difficulty in long-term as its workforce would reject change. Carlstrom and Ekman (2012) explain that resistance could easily manifest as employees become used to following a set of rules and controls. While, Jarratt et al. (2011) opines that functional structures are great for building rigid systems, which allow for stability. Therefore, firm flexibility is greatly impacted, with Aldi requiring to take up other measures to motivate and pursue change. 
Communication
Communication within functional structures only flow a single way, from top to bottom. This allows information to be passed down quickly, which further enhances control and coordination throughout the company (Ashkenas et al. 2015). As a result, Aldi’s employees play the role of information receivers. They receive information from higher managements and act as needed. As a result, employee opinions and concerns are usually not voiced. Top level executives do not stay in touch with employees at the bottom level and most employees have never interacted within them either. Many problems tend to arise at the bottom level, which are usually handled by respective supervisors. The problems usually do not go away, but instead are supressed or ignored. This is because many problems that emerge at lower levels require intervention by higher management staff. While, supervisors who are directly in charge of staff might attempt to solve the issue, their power within the firm is greatly restricted as well (Wang et al. 2013). This means even if supervisors know how to solve the problem or what needs to be done, they lack of power often prevents them from doing so. For example, the use of universal-sized gloves by employees during product handling, inventorying and storage can create discomfort for employees. Some employees might find the gloves excessively tight, while others might it too loose. In such cases, intervention from top level staff is required for ordering and distributing different size gloves.  
[bookmark: _Toc39415700]3. Organisational culture
Organisational culture is a set of shared beliefs, values, assumptions which dictate how employees within a firm behave and act. These values cultivate a certain type of culture, which strongly influences how people act, dress and perform while being at work. It could be argued the organisational culture embodies common expectations and philosophies held by the workforce (Kondra and Hurst, 2009). Furthermore, organisational culture is strongly influenced by organisational structure. In most cases, organisational structure sets up a working environment that cultivates a specific type of culture. That being said, firms can adopt unique practices and processes that help overcome potential limitations set by the structure. 
In order to analyse Aldi’s organisational culture, the use of Schein’s Culture Triangle has been implemented. The model helps identify culture through three distinct levels; artefacts, espoused values and underlying beliefs (Kloss, 2019).
[image: ]
Figure 4: Culture Triangle by Schein 
(Source: Wang et al. 2013)
Artefacts 
These are visible signs of Aldi’s culture and usually represent the shallowest indicator of the brand’s real culture. The brand’s store design is unique in a sense that it is minimalistic yet possess all elements that make it complete. Shelves have simple designs and products are left in their original boxes. The lighting too is minimal and perfectly laid out to meet operational efficiency requirements. The use of natural light is evident with the use of big windows and even glass roofs (Zentes et al. 2017). The culture seems to exhibit signs of extreme cost-cutting and efficient work practice. Fewer employees work the aisles, but systems like the cart rental system ensures people do not leave shopping carts lying outside the store. Furthermore, the culture also exhibits strong values of formality (Schmid et al. 2018). For example, all employees wear uniforms and are almost never seen engaging in small talk with other employees. This creates a very peaceful and calming environment, with everybody knowing their roles perfectly.
Espoused Values
Aldi claims that they encourage employees to be creative, which helps them innovate and progress. Furthermore, the Company states that they use the creative environment to help solve emerging work-related problems and future improve business practice. They have also taken adequate steps to boost perceptions of employee ownership and drive job satisfaction. Also, an emphasis has been laid over self-directed teams that understand their roles and responsibilities. Such teams while being headed by supervisors act in self-directed manner, requiring minimal supervision and direction. Employee safety is also valued by Aldi, with the firm promising to ensure safe working environments for staff. Not only does the Company make it mandatory for staff to weak safety gear when undertaking high-risk tasks, it carries out regular training to educate and equip employees with skills needed to work in a safe manner (Cr.aldisouthgroup.com, 2020).  
Underlying Beliefs
While working at Aldi a number of observations have helped uncover several underlying beliefs current held by employees. These beliefs are not explicitly mentioned, but they do exist within the workforce. Firstly, the working environment does not give them adequate opportunities to be creative, despite the Company’s efforts to establish an innovative atmosphere for staff. Many feel that their job roles are too repetitive and mundane. This points to the notion that staff might actually be open towards changes, making it easy for Aldi to improve existing or incorporate new business practices within their stores. Secondly, many employees feel that the current culture is too self-directed, with an overemphasis on working alone. Therefore, there is an apparent lack of teamwork, despite the brand championing coordinated and cooperative working. Thirdly, employee benefits are well-received, but workers feel that some incentives are too hard to reach. Complains regarding the incentive structure occasionally surfaces, but these do not emerge as voiced opinions, rather exist as a subject of conversation.
[bookmark: _Toc39415701]Conclusion 
Aldi’s organisational structure and culture are designed to maximise efficiency and lower costs. There is a strong emphasis over formal work structures, with a well-established hierarchy. Strong control and independent departments allows for a high level of specialisation. While, the structure establishes stability, the culture is seen wanting change. Despite the firm’s attempt to create an open and free working environment, innovation does not manifest. A focus over task repetition and control has left many wanting for job enrichment.
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